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PREFACE

The need for a National Conference on Personnel Development for
Post-Secondary Vocational and Technical Education Programs of Less
Than Baccalaureate Degree is the result of the problem of employing
persons from business andindustry who are -technicolly competent,
but unprepared to teach, advise or assume other resp61sibiltties
of a teacher. In addition, persons are employed for post-secondary
teaching positions in two-year community-junior collegesand tech-
nical institutes whose preparation was forjentry into secondary
schools, four year, crAleges, and irniversitles. Both of these,
groups of persons may be tmproperly prepared to teach at the two
year post-secondary level and, of course, both need to be up-grdded
in their discipilne, e.g., technological changes or foreign language
changes-1 after enteting teaching.

The reports within this publication, Volume I, are the results
of the National Conference conducted January 18-21, 1976 in St.
Louis, Missouri. The reports refleet a concern not just for voca-
tional and technical staff but for all staff within community-junior
and_technical colleges. The theory and implementation strategies
described:herein areApplicable to institutional personnel develop-
ment:programs in which all staff,have the opportunity to participate.

The reports within Volbme II, PERSONNEL DEVELOPMENT PROGRAMS,
are also the result of this Conference. The programs described
are institutional,programs, not departmental or for special groups./
They are also programs that are continuous in operation.
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PERS _NEL DEVELOPMENT AS A PRIORITY

Numerous authorities have generated j_ureal articles,research

reports and legislativeactions to document the need for sta

development programs in post-:secondary education. The most notable'

of these authori ies is Dr. Edmund J. Gleaser, Jr., President of the

American Association of ComMunity and Junior Colleges who wrote in

a letter January 155 1973:

The-study entitled "People foi the Peoples College,"
commissioned by the National Advisory Council on Edu-
eation Professions Development and published in the
Spring of 1972, recommenda that a variety of creative
pre-service and in-service staff-development programs be
established to meet theimmediate and futuee ,pi_eeds of-
coinmunity and.junior colleges.

More_ recently, the first meeting ',A the Assemb y of the.
AACJC. Which was held in December 1973, identified staff'
development as one of the most Urgent problems facing
community and.junior colleges throughout the country.

.
The AACJC recognizes its_ respensibility to help solve this
problem and it has assigned high priority to this .area.

Dr. Clease statements were preceded by the Ca negie Com-

. mission on Highe. Education -(1970). in the discussion of the heed

b---ader financiaLsupport for instructor preparation::

To meet these needs, the Carnegie Commission believes ,

that there should be an expanded program of . . grants
'Stimulate eXpansion and improvement.of graduate edu-

cation programs for Community college.teachers and
counselor. fhpthe administration of the training grant
program, omphasis* should be placed on the provision of
in-service trainin g. for proSpective community college
teachers (43)'.

17
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Charles R. Monroe in'his book Profile o th!_G212ltiTAIILCollege

discusses the speci_ic'problems'ofteaching.

/:

,

As a matter:of fact, no One-knows how good or how po:
community college instructionjs-. Teaching at all levels
of education is a difficult skill to evaluate accurately.
The ultimate test:ofdthe worth of any teacher is the
quality of the product, the student. The best test of the
qualityyof the sudent is not in school, -where he is
measured by imperfect testing devices, but after he leaves
the school.- The most obvious measure 9 f a teacher's
quality is the quantitative measuremeni of a.childls'.Pro-
gress:while he is under the control,of the teacher. For
the present, I will, only add ,that both the quality of
community-college instruction and its evaluation can be\
improved greetly:(1972, 273).

Thomas B. Corcoran summed up ,the situation In which the çormiiu -.

nity college administration and faculty find themselves, "The

community college is currently at.the bottom of the institutional

hierarchy yet it has an enormous pofentiaL that is being ignored

by educators and policy makers alike" ,(1973, 119).

Presentations/Reviews/Group Reports

Dr. Kenneth G. Skaggs from the American Association of Commu-,

nity and Junior Colleges in his "Notes dn- Peronnel Development

Programs" focuses specifically on problems in staff development-

community and junior colleges. To personali,ze the teachers being

considered,'Eileen Kreiger reports on her experiences as a new'

teacher in a cOmMunity colleie.

Dr. John W. Glenn Jr. in h presen=ation examines the,many

facets of personnel development. Since staff development/is often

mistakenly assumed tq be the same as'evaluatiOn of staff,

18
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Michael Rebell, attorney at law, examines the Court decisions on

teacher evaluation. ,Dean William O. Gall gives the results of six

:,Years of thought concerning the meaning of faculty evaluation. Dr.

'Charles R. Doty nd Mrs. Rose Kocinski present the content of

evaluation instruments used-in Sixteen of the seventeen community

colleges in New. ersey.

Dr. Daniel E. Koble, Jr. and Mark-Newton from the National

Center:for Voce ional and Technical Education in ColUmbus, Ohio

present a very detailed model for implementing programs of com

petency based personnel development. This description contains a

,spectrum of.information.froM highly theoretical top.fery practical.

Of major importance is the attention given, to change strategy theory .

and references to specific programs ,and_ campaigns which may assist

the pe sonnel development official..

A Anique approach to staff development described by Dr

Joseph Seidlin, consultant to SUNY Agriculture and Technical C011ege

in Alfred, New York. There are many points of Wisdom gained from

years of experience pre-ented by Dr. Seidlin. In the words

V 4
public relations bulletinsdon't miss this one

A-series of review and synthesis papers:Trepared by some brave

individuals is available. The_problem with reviewing and synthe-

sizing, 0 that eomething must exist to review. In some cases so
,

little existed on the topic the writer was forced to draw mainly on

personal expe ience. Nevertheless, the first of these writers is

Dr. Richard Smith who -ttempted to define persbnnel development anU

SOnIC -f its principles.
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Dr. James L. Hoerner, Virginia Polytechnic Insti ute and State

University, orked his way thrOugh a mountain of material in tea ler

education to define, as jsposihle, the teaching strategies that

may be appropriate to post-secondary teaching.

Dr. George 5torm,:Ferris State College, Michigan, tackled the,

most lean a e -upgrading the technical competency of teachers. A

computer sear h revealed three sources nd these seemed to be of

little use. He- as given an e _ra month to explore

year might have been more appropriate.

e topic. A

In an area that seems to be number one on current lists- e.g.;

legislation, reSearch and writing, Dr. Alberta Goodman explores the

problem of assisting the non-traditional student. This article-is

based entirely-on the Miami Dade Community College North, Florida,

where Dr. Good an works. Dr-.-Goodman describes what services are

offered to the non-traditional stUdent and to-which the instructor

may refer his/her students. Dr. Goodman, of course, can only

tantalize the reader with what is offered at ihis7,time.

The reader will either he--' to visit Miami Dade or wait for

futu publications to describe the exact competencies cognitiVe,

affective and psychomotor, that Staff need in order to teach non-

traditional students%

Dr. Jan Le Croy, Vice Chancellor of Academic:Affairs Da las

County Community College District,briefly describea what has

probably been the most ignored area of staff development, the career

development of administ- tors. Artisles.on this toPic wIl probably

proliferate in the future.
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A series of reports Produced by:groups .at the National Con-

ference describe the,six _reas of administration, pre-service

education, in-service education, non-traditional students adjunct

faculty and rank and expctntions.

annotated bibliography on the six areas describpd Previously

_ prppared by Drs. Robert Harris and Francis Sakiey, Mercer County

Community College, New Jersey. Other bibliographies were supplied

by the ERIC Clearinghouse for Junior Colleges and Drs. Alberta

Goodman.and John A. Tirrell. They hope this will shorten the

labors of others in locating vital information.

.And, last, description of the National Conference and the,

results of the evaluation Of the Oonfe ence. This is presented for

.the persan(s) who may wisi to structure a similar conference. The':

,

reader should give. particular attention to the questions, identified

by a review of the literature and interviews of community cellege

staff, Used to extract vital'information for establishing and main-

taining personnel development programs.
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NOTES ON PERSOMEL. DEVELOPMENT PROGRAMS

INSTRUCTORS IN OCCUPATIONAL EDUCATION

KennetW(1. Skaggs,
American Association of Community,and Junior Colleges

St. Louis, January, 1976

With the rapid growth' of occupational education programs in

community and junior colleges, newly emerging problems for personnel-.

deVelopme t in this area involve th6 colleges in providing new

directions ,Trid new approaches. In 1964 approximately4QO d1fferent75

,

occupations were represented by edu-a" nal programsin the community

and junior colleges bnt by 1914 over 1500 different occupations were

-represented by educational programs in these institutions.. By the

Fall of 1,975 oVer 2 mill on style ts, or abqu 50%" of tOtal enroll:

ments, were admitted to occ pational.education programs. The demand

for teaching and administrative personnel in occupational education

became acute and focused emphasis upon the emerging problems.

These problems briefly, are,:

1. The need to eMPloy teaching personnel in many occupat onal

-education fields without requiring the basic master's dhree. Many

education programs in this fieldedid not supp xt, nor could they

justify, a graduate, degree, Thus personnel a .e employed

instructionlwith a baccalaureate or sometimes no collegiate degree

at all.

2. The employment of people in some of the occupdtional areas

emphas4ed experience apd practice in the occupation to be taught,
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and thus many instr tors had little or no background in academic

. philosophy, student testing and evaluation-, and classroom teaching

techniques and methods.

3. The search foroccupational education instructors fre-
/

N-

quently resulted inthe employment of people to whom the academic

setting, especially the two-year college environment, was completely

unfamiliar to them. Organization, policies, object ves and goals

of these colleges were completely foreign their experience.

The implementation:of:personnel development programs for new

staff and,"refresher" programs for continuing staff have brought

several approaches-to the problem. One is of course t_ require new

staff to enroll in courses nt a nearby university oi 4-year college

wh eh would be willing to providepersonnel development programs in

the field of education and teaching technologies. Such a program

has not been successful largely because the newly employed staff'

members were not willing:to spend the money nor the ti e to take

such courses. Another approach has been for the community and

junior college itself to plan inservice training on its own cdmpus,

uSually short-term and involving consultants and expe ienced persons

fro- outside the campus to help conduct the sessions. Such a plan

has been quite suceessful and is the one used by a number

institutiens.

Any plan for personnel development, ho ever, should be con-
/

cerned with and involve not only ne ly eMployed staff, particularly

in occup tional educat -n programs, but should alSo include ongoing
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:teaching staff, administrative personnel and students who are

planning to go into education'.

With'thanks to the Hon. William Lehman, Congre an from

Florida, the following suggestions form the basis of personnel

development plans.

1. Communiiy and junior colleges should take the initiative

in helping 4-year colleges and un versitids with speci_ic directiona
_a

.concerning ng ot .potent, I staff. Universities and 4-year

colleges are hecOming more flexible eir program planning and,
/ .

the possibility of cooperative programs wth communi y and junior

colleges is being realizgd. 'Crash-type programs- sh. term p og ams,

seminar inser e type programs held by the university On the

community college campus and the 2 am, are all now being

realized.

in

CoMmunity and junior c-lleges shauld take the initiative

ihg intert-Ships, practicums, staff supervision, resea ch

oppo tunities and all other resources that would enable personnel

to attain their commitment to preservice education. In several

states Florida being-One state fiscal support the community

.and junior colleges includes personnel 'development monies.

3. ,Community colleges should design and test progra,- for

person el development and should encourage universities to develop

appropriate programs for transfer of personnel who wish to earn

higher degrees,.
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4. Staff of personnel development programs should involve an

design programs for all staff elements in the collegei faculty,

administrators support personnel, trus-ees students and where

apPropriate, lay mebers of the communtty. To do this such personnel

development programs-should be created from within the college.

5. Personnel development prog a should include specific

elements .to rra.n minority administrators1 counselors-and teachers.

6. AnTpersonnel development program on a community or junior .

college campus should include part-time s aff as well as full-time.

Especially in the occupat onal education r -eas many part-time

teachers are used and frequently they tend to be neglected in

institution-wide prograts. HoWever their actual and poteneial value

, to the college is often great and could be incneased by including

them in developmental activities.

These are just some of the ways in which A personnel development

program could be planned and implemenfed.
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ATTITUDES OF A NEW CO UNITY COLLEGE INSTRUCT0R1

Eileen Kreiger
Middlesex County Community College

New Jersey

There,are many new th'ings co learn and problems to overcome

when one makes the transition from emplOyment outside of education

to becoming an educator. Hopefully, this paper will aid those in

making such a career change and prepare them for their trinèitfon.

The decision to go into education was a difficult onefor me to

Make. I had.been working in private practice'as a Dental Hygienist

'foreightyears.Thiswasthefirst and Only employment I had\

eprienced _since my 'graduation from College, -therefore, I had a

very limlted b _kgroubd in the educational process was because

of this' deficiene that I had put off for so many years something I

'had always wanted to,do--teach.

When the opportunity was presented to me by a friend who knew

that a position was availab e to become,part of the teaching staff

in a Dental Hygiene currculun, I accepted. But not withnut appr
.

hens on add reservations about What was to ensue.

or the first semester', I-waa hiied on a part-time 'eskp a_
9

eli ical igstructor. This positiOn'-eforded me thaopportunity to

1:
;One of the learning activitieS a graduate course (Technical

a d Comprehensive Community College) w the opportunity to write'
's history of feelings as a new instrueter. Ihis narrative is

e of the stories; Mrs. Kreiger was p dental hygienist entering
caching without pedagogical preparation. (Charles Doty)

P.
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tl: Inv reel_ wi U hunt ,1 c I assroum I CLure Aence. The sole

rspciiFii lily AL this Limo, was only a ci mica! situation. If IL

Scom!; liko 1i11 idoAl way to bev,in, it was 't for me. Let US reiterate

on this:

My first offi lal

h I ha( n- r oxerienced since I had only worked in private

-e was to sign a contr
4 something

pra.tice. Sounds eas

It is, if you 1 n't realize what sig

Just sign it and you can work.

-nt piece of paper e COM-

pas .es. For example, ypur salary, length of employment, terms of

empl yment and all other stipulations of employme-t that yOU must

h, that are found in the professioaal contract between the

Bargaining Unit and the Administrat on. At this time, I wasn't in

posi ion to ask or knowledgeable.enough in Union-Administration

matters to ask meaningful questions, relating to my work agreethent.

igned, in blind.faith.

Beeatkse of camaraderie in my Department 1, have been fortu-

nalein the respect hat I feel my working conditionsare most

favorable. This has,been a great asset in helping me increase my

teaching capabilities and allaying my initial feelings of inadequacy.

E had signed the contract, .I was able to work.

My work in clinical procedure was taughtto'me in a very short

p.eriod of time. It was on-the-job training, which was about two

weeks in duration. was trained to evaluate the students performance

by observing the other instructbrs evaluating. In addition to-observ7

ing, there were,also many written guidelines, stating the criteria.

2 7
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on wlii h to grade the students en their clinical prof ciei y, that

ere given to me. It was the ;ii till l clini el 1 ohscrvi

1 nd-outs which were to prepa--, rue [or becomi

And these

nical instri

Dental Hy-ione has a pre-clinic course where the students lc- rn the

basic methods instrnmentlti n for performing in Oral Prcphiy l:

Those methods are then c--ried over to"the second semester, when

the students start practic in the clinic. Having been hired as a

cLinical instructor for the second semester, t was not familia- with

the meth od of instrumentation whicl had already been taught to the

student.

Not knowtn-y the basic methods of inst .umunCat ion that the ,tn-

dents were responsible for performing, I felt that I was not q alified

to evaluate them effectively. in addition to this, the 2adhuing

'methods that I had em ountereci in mv Own education eight years prior,

were dra-tically different from those being used it this time.

Unf rtunately, because of the many demands of my peers, although

they tried to be brimful in my orientation, they could not give me

individualized inseruction., As I see it now, there should most

definitely be a pre-service -linical orientation to aid in the

transition from being a private practitioner to a glinical

.isructor. I feelthat a structured orientatIon program would be

extremely helpful to all new instructors.

The second semester of my tea_hing, I was hired full-time. This

encompasses both the didactic lecture a d clinical inst nction. The

iict ure aspect of teaching really unnerved me in t e beginning.

2 8



Our partment had a file wit: outlines of all lecture materials

used in previous years, along with inst letional objectives for each

particular subject.

The cour e was teamtaught, each instructor taking five to six

1 c ures. This was another excellent opportunity to get my feet

wet," hut this time in the chidacticaspect of teaching.

The outlines I used were helpful in the preparation of my

lecture material, however, I. was uncertain as to the purpose of the

written objectives. Therefore I'm certain that many times, the

-lecture material that I delivered did not always conform to my

stated objective.

Again, my eight years in private practice did not help me. ,My

feel ngs now, but not initially, would have been to require basic

educational courses as a require-ent for hiring those with a limited

background in the educational process.

,My first lectures were the ost difficult. I spoke too quickly,

covered too much or not enough material and didn't make use of

sufficient audiovisual aids. The latter Was particula ly a weak

area for me. How could I incorporate the use of A.V. aids, if I

wasn't familiar with them or the equipment necessary to utilize them%

I feel a great need in our curriculum for utilizing A.V. equipment,

especially for teaching psychomo or skills and to make long hours of

lecturing more interestihg. I did feel that the A.V. equipment

available was not being nsed to its fullest capacity. An:inservice

media:workshop would have been very helpful to all faculty members

2 9
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in my department and possibly a pre-service workshop for all new

instruc

Using the t011il coiiccpt, we are able to evaluate each other

unofficially in our presentation. (Our Department Chairperson has

the sole responsibility in official evaluation), but we were and are

ver really critical in those evaluations. Most criticism, pa cu-

Lady if it is negative, is not easy to deliver and/or accept.

was never given a negative evai -tion hy my peer, but rather was

given encouragement a- to my teaching abilities by the other staff

members. But nevertheless 1 just criticism, whether negative

or positive, is necessary at all tit _ , to better one-s teaching

Capabilities.- Too often tho gb, they are used primarily for reasons

of tenure, promo ion and retainment, rather than.for advisement.

The team concept has its advantages and disadvantages. It was

advantageous in that it-lessened the lecture load per instructor,

but at the same time, increased tbe personnel necessary te conduct

the laboratory session, which was g ving the student the opportunity

for more individualized instruction. The negative viewpoint is that

we seem to be more concerned with peer acceptance of our ma erial

than the students' acceptance. Possibly, I'm speaking only for

myself, because_in the beginning, peer acceptance was very important

to me. It helped me to overcome my initial feelings of inadequacy

and gave me confidence. And did I need that onfidence:

The onset of my second year as full- e Instructor was an

easier transition. I was more aware of my weak areas and tried to

strengthen them. It was.also 'during the second year that I became
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more involve! in tchorstudent relationships and extra curricular

activities that arc so vital in N «iimuulicv college atmosphere.

The most challenging to me was the teaiher-student relationship

I found myself as an instructor, adviser and also n friend to many of

the students. The students' acceptance of me as a tea-her I a

friend was very important to me and still is. There is a definite

need to keep communi-n-ion open at all times at a professional and

personal level in order to alleviate the many pressures that might

occur in such a close working condition. They.need someone they can

trust and talk to at any time and with any problem. In this respect,

I found myself quite accessible. The only drawback was being able to

separate the teacher and friend relationship in the classroom,.

situation. Also needed, was the understanding and approval of the

other instructors in a-cepting the openness that the students were

able to exhibit with me. I have found with time and experience,

there can be a dichotomy in the classroom and out. This dichotomy

is understood by the students and the relationship has not hindered

me from judging them objectively and fairly _n all situations. I'm

glad that they can come to me, I.would not want it differently. When

they Ttop coming for assistance, that's when I'll begin to worry.

- But I know T must always remember to keep a good balance between the

two, because if either situation becomes unbalanced, that is when,

in my own mind, I have failed'as a human being and.a teacher.

Another important aspect of _y second year, was the involvemen-

in extra-curricular college activities. This, to Me, is one of the

most effective means to learn about the many roles these organizations

3 1



play tl hetp the college and its division, function. T re- ize it

is impossible to get all the people involved, but for myself and

for other new teachers, I feel participation in these organizations

are vital tools which are needed to become familiar with the many

aspects of college administr tion'and to become a partaker in some

of their de-ision-making

This is mv thi-d year and has been the easiest so far. F feel

now, that I can handle most situati h understanding, sincerity,

and confidence. Yet, there is so much more to learn, so much more

to experience and so much more to grow. Hopefully, my encounterings,

my cperiences thus far, will aid in proficiently handling what

will approach me in the future, hopefully with sensitivity,



THE R LE OF rACHLTY DEVEL
IN

TWO YEAR P ITSECONDA INSTITUTIONq

John W. Glenn, Jr*
State Technical institute at M mphis

qe-nessee

The tremendous grow h of two year colleges technical institutes,

and a ea voca_i nal-technical sch: ls that emerged during the 1960's is

now an integral part of the educational, social, and economic gro th of

communities throughout our country: Two year postseconda-y ins i-

tutions-1 grew 32.4% between 1973-75 while the four year institutions

10.3%-; These institutions ha-e taken on a difficult assignment

of serving the needs of any p rson over sixteen who wants to learn.

They are basically t- ehing institutions and represent: opOortunity

individuals in the lower economic percentile who want to better

their tncome and live more comfortably in society; a place where

individuals can develop employment skills, upgrade,their Current

employment skills, or ret ain for new and emerging occupations and a

way for indivAduals to pursue vocational interests, whether it be as a

'hobby, for part-time employment or to keep self-activated and

interested during retirement years.

The responsiveness that these institutions have exhibited to the

community during their grouth period must be preserved in the future

if they are to meet student needs and maintain the financial support

*John W. Glenn recently moved to Director Department of
Vocational Eduetion, State University College at Utica/Rome,
Utica, New York.
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of their funding has

8

The g_ oiliest single rsotirce of the two year

institution is its teaching faculty . All too often in the past we

have regarded the faculty as j --t one of the components in the total

makeup of the school. In order to fully tap the creativity, initia-

tive, and talent of the faculty it is the institution's responsibility

to educate their teachers on how to fully utilize all available

resources in thc instructional process. In order to work effectively

with the _aCulty each instiution must first have a master plan;

ow the goals and objectives they are pur -ing; utilize evaluative

instruments th t wiLl assess how well they have achieved their goals;

and know when their goals and modification through re-examination and

re-clarification to make, them more realistic.

I would like to discuss three main areas of concern relating to

faculty development:

1. The need for faculty development.

2. Proceeding in getting started to develop a Tr- essional
development program.

1

'Recognition of worthwhile p _ essional development ideas.

NEE]) FOR FACULrf DEV_ELOPMENT

-If you were to ask the question "what is faculty development" of

the teachers in your institution, in most eases you would get as many

defini ions as the number of faculty you surveyed. Some teachers I

have worked with regard 'it as something the administration imposes

upon them while others regard it as a very cherished subject. Most

faculty members have goals ahd aspirations, usually with a determined

method for achieving them. However, in talkitig with theM, you find
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ny whor the mot! s employed are noi congr111 witt thi"-

goals and asp1rations. A specific exampi e comes Li mind. I was

visiting a tie i glibor ing lntitiition ind was ta Eki g w th a faculty

member who has 3 bachelor's and mtsters* degre both in hiS discipline

are,' and des Ic to work toward bellig a depa tmen t chai- man someday.

To (I) so he is enrolled in an advanced d e_ program in Student

Firsonnc I. cwrvia es. Mt,' questions that need to be ans eved a re :

1, How does the p rogratii fulfill the indiVidual's goals?

Was there a.nyone at the institution available to review hi_
goals with him, give him honest input en.the competencies
and interpersonal skills needed in working toward his goal?

Was there help available to d -cuss career alternatives
that are congruent with the philosOphy, role and scope of
the inst tution where he wishes to emploY

Can the employer afford co reward the faculty member for
advanced degrees that are not directly related to his
employment contract?

Supporting this further, the AACJC e iducted a survey in 19692

in which they surveyed 288 community-junior college senior adminis-

trators on the need for in-service faculty education and weaknesses

they found in pre-service graduate education. Some of the significant

findit

1. The greatest general need was for more training in education,
curriculum and learning ,(to include learning theory, pro-
grammed instritction, and tests'and measurement).

2. The greatest specific need was course work in the area
:of Philosophy, History, and Goals of Two Year institutions.

Ninety-five percent of the respondents stated chat the
training that their peorile needed was not adequately avail-
able in their region at the present time.



20

Sevet y-two c nmunicv cal I ca adniin tstr.-itor and fee 1 y members

at Miami-Dade Community College3 were asked to rate the importance of

diffe en_ skills and attitudes for two year college teachers. The

five most hf011y ra_ed kil1s and attitudes were:

1. Strong interdisciplinary or multidisciplinary preparatIon.

2. A genuine interest in students.

3. Commitment to the "open door" philosophy and to working with
a more complex student body.

Good interpersonal skills

5. Willingness to "re-evaluate ideas and to adjust to changing
conditions."

A recent study of 548 teachers in 26 area voca ional-techn cal

schools (pri arily on the postsecondary level) three technical insti-.

tutes, and nine communitY colleges in Tennessee 4
revealed that more

than two-thirds of the teachers indicated that training in the follow-

ing areas was "necessary" or "vety necessary" in their teaching careers:

1. Curriculum development.
-2. Writing of performance objectives.
3. Writing of course outlines.'
4. Selection of teaching methods.
5. Testing and evaluation techniques.
6. Laboratory shop organization.
7. Student motivation.
8. Student interaction in new Activities.

.9. Diagnosis oFiearning probleMs.

The professional developmentneeds expressed are representative

of the, kinds of skills and knowledge that ar'e needed by our facult in

the ever changing postsecondar5qins_itutions If we are going to main-

tain and improve the quality of instruction in ou 'schools. Institutions

will Airect their efforts ta special s aff development needs based on

where the institu ion is at a particular

6

-e in its growth and



development; what the economic picture is in the community, state,

and country; and what local impinging social and economic forces

-need attentionand dictate direction of cur iculum aetivi

The community colleges have been very dissatified with the way

the universities have:been training teachers for their institutions.

The result has been that the two year postsecondary institutions have

begun to do their own training of fae lty and staff members. The

m]or coinpipint being that universities are only emphasizing academic

discipline content and research while the postsecondary institutions

feel teaching skills need to be,

,

Michael Mlndelbaum,5 an Assistant Prof--_o- of Government entitled

ed also. A recent.article by

"Notes a First Year Teacher" stresses the need for more preparation

of the t-acher. He pointed out that:

1. Few professions give less training to new members than does
university teaching. (This can be appfled to the two year,
institutions because very few have certification requirements.

2 He became a full-fiedged faculty member with an appropriate
title and salary and responsibility for shaping and,adminis-
tering his own courses, without serying any regl apprentice-
ship.

He never had to decide what books and articles s udents
should read, and in what sequence.

He had never written and delivered a lecture before

5. He learned quickly that students are not peers of-their pro-
fessors. Events gnd concepts have to be carefully and
patiently explained to them.

Course material must be presented in the clearest simpleSt
terms possible which forced him to reconsider issues and
arguments that he knew well.

\

7 Lecturing is a performing 'art. He found out in a hurry that
training in .teaching methods is almost as fgr removed from
the graduate curriculum as. the university's athletic program.
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Teaching Ls a Chore to be performed at times without
expression of grat it I

I think there is a messa in his comments resembles the

feelings of manvof our first year teachers in eur two year institu-

tions. In yesterdav'sMemphis morning newspaper, yhe Commercipl_

Appeal, 6 an article entitled "30-Ye r-Olds Rate Quality of Life High

summarized a study conducted by the National Insti_ute of Education

which was a survey to determine how --ell educ-tion pro a s are me-ting

the needs of students. 'It was in'teresting to n te that these young

people were least satisfied with their intellectual development and

the development of a mature personal understanding of life. The study

noted "that 83 per cent of the sampling thoughtit important to 'develop

and use your mind' but only 54 per cent were satisfied with that facer

or their life." The study also revealed the need for improving the

quality of teaching _nd curriculum and developing personalized edu-

cation programs for each student. The message that our graduates are

*

..conveying to us needs to be considered as we work in the area of

faculty development.

Terry O'Banion 7
in his book "Teacbe for Tomorrow" states that

the specialization area in a masters program is too narrow and there

is no teae'hing methodology or community college related instruction

in the program. ,The Ph.D. degree emphasizes skilledlknowledge and

research while the D.Ed. ig mere appropriate for counselors and admin-

istrators. The N.Ed. is saId to lack sufficient depth in-subject

matter to make ppropria e for teache-s in the r institutions.

feels that the Ph.DJ-,could be redesigned as a teaching degrie but
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there have been More efforts cow the direction of new deg us

such as Do-7.tora-, pf Arts in Teacll ng. He sees,,the D.A.T. to be a

favored degree to two year pc -,i-ndary institutions because it is

des Lgned for the highly i:onlpctent 'in--_:ru tor. He views the two,year.

institutions and universities working Flo ely together to implement

quality new programs. Each institution has_ unique resources to

contribute that will signifieantlyimprove classroom teachin

Lookirw t it from another point-of vie an Academic Dean from

a community college feels "the t aditionally educated graduate student

from the university 'frequently has two major problems in his academic

preparaton. Fir°t of all, hts interest has become so.n= row that it

becomes minute, and secondly he is so far distant --from the-basio

assumptions of his discipline that he has forgotten what they are.

The e,p__ sed needs for faculty development present a -hallengec

to two year institutions and universities in providing services that

are needed by their faculty t_ do an effective job in the chiSsroom.

Many ins itutions have already begun to take great pains in devnloping

their faculty. Others are just beginning to move in this direction.

Wherever you are at this particular time it will be worthwhile to

explora_how to get started inbeginning a professional development

program.

GETTING THE PROFESSONAL DEVELOPMENT
PROGRAM STARtED

/
When the makeup/of _ t-o year institution Is analyzed one way

to categorize the structure look at it as things, ideas, and

peopl Things ar a Loncerned with bypge,t and property proble
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fcv prcblems; and people with

personnei. and performance problems. These

tw4n.,e-d in

gories are inter-

he daily operation ot the insti ation and must be considered

in d signing an effective prof -sional development program for member

of the faculty. The nee& for faculty development is evident, but a

commitment from the chief administrative officer and dean of instruc-
,

tion is necessary in order to make it a reality. They are the )nes

who have to alloc -e the-financial resou ces to make it possible. As

is said in many of our laboratories,in order to do it "you have

want to 1

Once funds are allo6ated and a person is designated to york

in thd professional development area, the road ahead is usual.ly diffi-

cult.for,the professional development coordinator. Many times the

job description that Es written to justify the position ends up making

the profeSsi nal development part of the Job secondary. The individual

in the position will need to proceed.in a manner that will substantiate

the need fOr more and more time allocation to be spent on faculty

development activities.

A good beginning point is-tbe,days most schoors have set aside

for in-service training ,and general faculty meetings. The facalty

development person can ass: e immediate responsi4lity for the planning,

.deliVery, and evaluation,for this program at their institutiOn. The.

first thing that must be determined is the content of the in-service

meetings. Hammona 8
recommends any of the four following methods for

determining contentofprefessional development activities:

4 0
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hat the needs a e.

The faculty is the pulse ofthe institution. Their idea-s

and perceptions are very beneficial because they are on the
firing line every day and can usually pinpoint strong and
weak areasjn the institdtion readily. The faculty's ideas
can be, tapped by:

a. Asking the faculty council to submit ideas to you.

b. Ci culatida of an open endeAOd.questionnaire.

c. Personal visitation witb the faculty members

Developing a rapport with the faculty_ is a must if th e laculty
development_ person ia tO be successful in his job. Initially
I. prefer getting out anlItalking with the faculty to identify
areas of concern and ti-len proceed in narrowing it doWn to
priorities orgiven areas.

Specify- the knowledge, skills and abilities ou desire in
_

a faculty member and _design pro ram to develo -e.
0

The background of each neuveMployee could be analyzed to
determine,whether or not he ha's the necessary competencies_
that tne institution,hasdetermined necessary for,the,ful-
fillment of thepoaition Such competencies could include:

Philosophy Of pos -ondary oecupation41. education.

Writing of measurable learning obj ctives and criterion
t items./

c. Development of course syllabus.

d. Constructing self-paced learning units.

.hods of teaching lecture, laboratory, and small and
large group instruction.

Utilization of audio-visual aids.

g. Knowledge of student profile and special needs of student
body.

How to effectively work with'the community through
,advisory committees in their program area.

College policies and ho uhandle emergency s Aions.

j. 'DeveLoPment of Interp son. f.skills.
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To give-you an example of the competencies new teachers bring
with them to the job, we reviewed the credentials nf the last
twenty people hi-ed by instruction in our institute andfound:

a. Seventy-five percent had specialty.degrees.

b.- Forty percent had a teaching degree.

Five percent had history and philosophy of the community
college.

d. Twenty percent had curriculum development.

e. Forty-fie Percent hada-teaching methods coUrse.

f. Thirty percent had -a formal student teaching experience.

g. Ten perdent had othe educational courses.

The above statistics give us some indicaEion of what needs
to be done in our in-service program.' The.administration
Must alo determine with the instructional areas:

a. What competencies a teacher needs to sat -fy general
administration.

b. Competencies needed in the teaching discipline.

c. And what the criteria is for pay raises, academic rank
promotion, and tenure.

Where deficiencies are found, a Rersonal deVelopment program
can be designed that meets the needs of both the individual
and the institution. The completion of the necessary com-
petencies can be achieved through in-service, university
course work, or a combinatign of both. As the two year
institutions define the-competencies required more defini-
tively, other delivery Systems (state colleges and uni-
versities) will be ableto work with Potential candidates
more effectively'in pre'service programs. . I look at it as a
partnetship tYpe of arrangement with the two year institu-
tions' professional development personnel working coop-
eratively with inst tutions that can provide them With
qualified personnel and vice Orsa.

ReVtew the literature and base yailLjItcy=2tri what seems
. ktO_I/e_ a consensus.

This is a good idea to give you a feel of what is going on
'in comparable insti utions and get you movinil. Each

Institution has so many unique characteristics, needs and

4 2
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problems that must be addressed that a review of the literatu
could be of assistance in recognizin key areas.

44 Leave it_ up to the division or de nt.

The diversity of each area of the. .institution requires tha
a portion oE the inservice should be allocated to each
division and department. The professional development icoordi
natpr should work with who is responsible for the divis'ion
and department portions of in-service to establish guidelines
and insure the faculty that a meaningful program is-provided.-

A combination of the above four methods can be used effectively

to improye the quality of instruc*_ion and services to students. Each

faculty member is interested in his professional development and4f he

is willing to participate in programs that will help make him a.better

teacher, in turn this development-should be relevant to his jOb and

provide him with opportunity for grOwth.

The time has come with rising costs, limited resources, and

retrenchment in other areas of education that more and more will be

expected from the faculty in terms _f performance. Administrators

of two year postsecondary institut ons are recognizing the importance

.of Faculty development and what it can do for their institution. The

two questions tost frequently naked are who should bear the cost of

the professional development activities and on whose4time shOuld it ,

take place? Theanswers to theseluestions depends en who benefits;

priority to the nstitution; and resources available. Some of the

schemes utilized for payment of professional deVelopment ac ivities

are:

Institution payment for speakers t
meetings, workahops, and seminars,

come to campus for

b. Payment to atterd workshops and conventions throughout
the country relevant to area of specialization.
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Reimbursement for courses succesefully completed that are
directly related to ieaching area. .

d .Tuition waivers in so e svstems if the other schools are-
in the same system. Ni tuition at your own institution

e. State grants for contined study.

Departmental arrangement - other faculty.carry your load
- and you receive full pay -you in turn cOoperate when
another faculty does like -ise.

Time for professional development i allotted in the following ways:

a. Specific days are set aside for in-service.

b. Teachers attend in-service p'ograms and substitutes or
peers cover their assignmen

c. Teachers gi- their repartion time.

d. Earned sabbaticals.

\

With the new emphasis on profession(l development-, it is'clear

that th e. admin stration has greater expectations of their faculty,

With this comes the responsibility of the ministration to define

criteria for personnel and performance ma _ers to assist both the

administration and f cutty to achieve the goals of the inst tution.
.

,The plofessional development -oordinator is the key to -ork with the

administration and faculty simultaneously. The coordinator needs to

/-

begin _by securing data fromHall areas (administration, departments,

and faculty), developing a suitable professional development program-

(input fr m all areas); and develop evaluation tools that: will

assist the institution in determin ng whether or not the program

serves th_ ntended purposes.

The oordinator works with All segments of tie Institution and

zes the community. Industry, and other local educational agencies

4 4



29

to achieve the goals of thp professional development program. It

i s unwise to tap resources if you are just indo--shopping.

remember one experience I 'was subjected to where a uniVersity repre-

sentative was allotted time at one,of our faculty meetings for the

purpose of promoting courses he wanted to offer the faculty at our

inst _ution. The represen ative had no more idea of what .our needs

were than the local auto dealer. The meeting was a disaster aud the

faculty left with mixed feelings about the need for faculty development'

which caused a real problem for future faculty development activities,.

The faculty, administration, and professional development coordinator

need to cooperatively explore need areas and generate priorities of

immPdiate concern. Wo k on them first. Each institution's priorities

are diff6rent-and will need to be dealt with accordingly. Institution

wide faculty development projects can'run simultaneously with divi-

sional and departmental projects. Institutions can-run as many

faculty development projectsas there is need and human and fiscal

resources available. If only a limited number can attend a conference,

workshop, or se inar there should be feedback and di-semination of

materials upon return to the.otber membersof the faculty who were.

unable to-attend.

RECOGNIZING WORTHWHILE PROFESSIONAL
DEVELOMENT IDFAS

4

Effectively dealing -ith the expressed areas of professionsl

development concern is a tremendous challenge. Many professional

development activities can be individually prescrlbed for a faculty,

member where other professional development actIvities are dependent



upon developments in the facul
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emb discipline area and upon

the saals of the institution. AS we revIw some of the protessional

development ideas that can be etvloved in our institutions it musc

be remembered that what might be applicabie fo one may not be

applicable-for another institut n-- Afew-ofsthe-artiVities that

note consideration are:

1. Study of currieulum develOpment arid writingof course out-
lines and lesson'plans. Some institutions assign a new
teacher to collaborate with,a seasoned teacher sc they will
receive the assistance they need in getting organized'and
through the first year on the job.

Video tapiug of lessons for student review and to give the
instructor first hand feedback on how they are coming
across in the classroom.

Interpersonal skill develepment training. The teacher-
student classroom activity is taped and &ialyzed. The
teacher goes through a training program and then his
teacher-student 'classroom activity is taped and analyzed
again. The purpose is to increase the teacher's awareness
of' what is going on in his classroom between the teacher
and students.

4. Participation in courses at the institution or university
,thatiare designed to enhance his professional teaching
activities.

5. Participation in peer study groups,that are started Co dis-
cuss areas of c9noern with colleagues.

involvement in 'projects with faculty at other instit tions
__ increase teaching effectiveness.

7. Working with colleagues to design new methods of curriculum
delivery in their teaching discipline.

S. Participation in seminars,and worksh ps that.are concerne'd
with tho art of teaching.

9. Belonging to professional or anization in their areas of
spocialtzation. Many schools support aCtive invo vement in
professional organizations by financially supporting the'
faculty to attend meetings, -seminars, and conventions.

4 6
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10. Actively involving students in the discipline area by
having a student club on campbs.

11. Inviting professionals from the community in specialization
Areas to speak with classes. It will give them an oppor-
tunity to become acquainted with the students hs potential
employees.

12. -.Encouraging faculty to assume leadership-rolAts-An prof-esst-
organizations to enhance their development and share with
colleagues ideas interests, and concern relating to their
profession.

13. Visiting imilar programs at other institutions to become
familiar with what they are doing and to exchange ideas.

.14. Tnstitutional stud;, groups or task forces to deal with
specific problems or administrative changes that pertain
directly to the faculty.

15. Industry ucation employee exchanges.

16. Industr'al or educational leave with pay.

17. In-service programs desig d by faculty-and administration.

18. Separate,orientati-n sessions for new faculty at beginning
of the schpol year.

19. Weakly meetingslof all first year facdlty members to ass
them with instroctional and administrative matters.

These are just a few of the professional development suggestions

that different institutions- employ. In Tennessee the postsecondary

two year applied science institutes ( rea vocational- echnical sehools)

have a recommended professional development plan that consists of

pedagogical and specialized technical training. Most supetintenden s

support the recommended plan. The.technical institutes and community

colleges each design their own. professional deVelopment plan. The

admInistration of my institution supports AVA, ATEA, AACdC, ASEE, and

all specialized _ ganizations pertalnjng to specific technologies.

The result being a large degree of involvem nt jocally, stat -ide,
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and nationally in these organizations.

Ten :ssee has a Technical Education: Council,Coordinating Com-

mittee comprised of all postsecondary vocational-technical iflStitU

tions (regional area vocational-technical schools, technical

institutes, and.community colleges) whicivmeets qUarterly. The
P

organization published a quarterly newsletter, directory of all

occnpational progre 6 for guidance counselors, ancla faculty directory

for each program area to facilitate sharing of ideas and materials on

a --atewide basis. A yearly workshop is held to address issues that

the faculties submit for discussion. 'The committeg doesn't Ilave a

budget It relies solely on different institutions donating services.

To date -it-has been an excellent Way to keep abreast of curriculum

development throughout the sta e.

We have a similar organization on the local level which is an

area vocational-technical coordinating committee. This committee is

a sounding boa d for all public institutions offering vocational

technical education programs in our country. We meet quer erly to

discuss what we are doing And to learn what our neighbor- institutions'

are doirig. This committee C6nsists of secondary, two year institutions,,

military; and fodr year institutions. Over the years we have

developed several program articulation agreements, voiced our views

on dtfferent issues, andanjoyed -the friendship of colleagues in

vocational-technical education.

The key to effective faculty developmetit programs in two year

postsecondary institutions individual analysis of skil and

prescription of professional development activities for each faculty

4 8



member to enhance their growth and achieve institutional goals.

_rking -ith each faculty member to achieve established criteria

will improve the quality of instruction in,the classroom and at the

sametime develop a faculty member' ability to grow with the

institution.. The cost of developing a facultYis high and it-is
-)

the institute's responsibility to clearly define its goals, pro-

fessional development'criteria, and promotion pelicies for, the

faculty if they want to ret-in a highly trained and competent

faculty,

One of the biggest challenges that we ,have to deal with as we

this meeting is how to develop effective-facultywork tc'gether a

'development programs in eurfnstitutions which will serve faculty

with varying levels of competencies.

4 9
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'COURT DECISIONS AFFECTING TEACHER EVALUATION

Michael A. Rebell
Attorney at Law

Rebell, Krieger, Fischbein & OliVieri
New York, New York

'T am very happy to discuss the topic of court decisions as they
relate totteacher evaluation. For'the past few years I have been a
consultant to the National Study Commission on Undergraduate Edhcation
and the Education of Teachers-, looking into problems of teacher edu-
cation and the need for 'reform thereof. Threyears ago T'wrote a
monograph for that group, a state of the-art type approach tolegal
questions as they relate to teacher preparation and staff development.*
In the monograph was a chapter headed "In-service Evaluation, A
Neglected. Dimension. I am happy to say that at the present time,/
evaluation is no longer a fully neglected area. In 1969 and 1970,
accOrding to statistical information cited in the monograph, New York
City, which had 60;000 teachers on its elementary and secondary school
staff, issued Only 75-unsatisfactory ratings during that 12 month period.
-venty five unsatisfactOries out of. 60000 people who'Wete, or should ,

Five been, evaluated! 'That, I think, aays something about Where we
stOod fiVe years ago in this area. By 1972-73 this figure had increased
400,and presently I am sure that,it is substantially higher.

Our problem, however, is to .he sure that whatever satisfactory or
\ -

unsatisfactory evaluation ratings are given 'to teachers at all levels
in the educational process, are based oh rational standards, standards
Ehat can be uphyld if legal challenges do ensue. I think it is no
)secret that\one of the reasons why there has been more attention and
ffiore activity in this entire area over the past,five years is that, for
better or for\worse, the courts have gotten involved. But when.the
courts get involved, it sometimes makes life very difficult for admin-
istrators in edUcat1on and in other fields. The ceurts are very much
like Monday mornitig quarterbacks. They may tell you three years later
you should have de things a certain way.; however, they.very rarely
give you clear guidelines and benchmarks in advance. They do, however,
:give us some indications, and such indications will form. the.substance ,

of the present paper.

Accordingly I woulchlike to review the major legal developments
in.this area, discusS soMe of the key cases, and give an indication of

e *TeacherCredentialiingAtLaar ln New York State: A Cr_ililt.1!.

E2LicliiLikrisILtWorja_Directions (University of Nebraska, 1974).
s . ,
,
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what.the courts will be looking for in the evaluation cases that are .

likely to arise in the future. Let me emphasize that these are indi-
cations and directions--not a definitive statement of specific black
letter law as it relates to any particular state or jurisdiction. '1

am sure:that you are all aware of the fact that in each jurisdiction
in the country, in each of the 50 states, legal standards and legal
requirements tendto vary. For that reason,. I will emphasize the
federal cases and the federal approach, but that.is not to say that
the holdings of particular federal courts will necess'arily be followed
in whatever particular sta e jurisdiction yeti may happen to be located,-
On the other hand, since I will be describing basic trends and basic
direct ons, these concepts will generally apply across the,board.'

The first major-area that I would like to describe is the area
of evaluation and hearings, i.e. the question as:to whether hearings
have to be held for faculty members who .either receive an unsatis-
factory rating or are denied tenure. Most of the attention that has
been focused in this area in recent years has centered on the question
of whether probationary instructors are entitled to some kind of prior
hearing before they are discharged or denied tenure. Ten years ago,
it would have been substantially clear in- almost any state in the Union
that a probationary teacher had virtually no rights to .any,kind of a
hearing process. The theory that was almost universally accepted :at
that time was the notion that placing a person on probation-meant
precisely whatthe term "probation" is meant to connote: the incumbent
is trYing out for a position; if he is not deemed satisfactory for- ,

whateyer reason, the employer, as in any other industry, has the
discretion.to decide not to continue that employment relationship./
This was considered especially important in the teaching field, whe _

at the elementary and :secondary level, the majority of states had laws
requiring the granting of tenure after'a stated number of years on the
job. (On the post-secondary level, a few states had similar tenure
laws, but in most areas, tenure would be established by regulations
from the appropriate State administrative _ or by:union contracts.)

This tenure system meant that once the person paased the pro-
bationary period, he was granted basic security and it became extremely
difficult to remove 'him from the job for. any reaSon. The attitude that
developed was that before people reached Chat privileged tenure rank,
the administration should have: wide discretion to decide whethe- to
retain them or not.-

At that time I would say the only exCeptions to this-general
doctrine that probationary instructors had no hearing rights were in,
very specific cases where charges of racial discrimination,Adolation
of freedom of speeth or retaliation for union activities were involved.
Many of the cases in these three areas originated fn the South where'
Black, instructors who became invOlved in thivil Rights:Wyement
claimed that they suffered retaliation by their public school
employees, but all cases were not classical civil rights sltuations.
One of the major 8upreme Court decisions in this area had to do with
a teacher taking a public stand, against a budget that the local school

"/
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board had submitted.to its vote a.* That budget became a charged

local political issue. This teacher spoke out on,it and claimed
that the school dismissed him'solely becaUse of his political iavolve-
meni on this issue. The Supreme CoUrt ordered his restatement, find-
ing a denial of First Amendment Rights, T.do not think it is necessary
to go into any great detail in the area of union_ activity. AbOut ten
years ago the formation of unions in the pUblic sector was not as-
accepted as -it is today. There wasobviously muth-confrontatioe
between those.individuals who were active in,organizing union
chapters and certain administratorswhedid not believe that a'union
belonged on the campus.

When an .individual probationary teaeher at that, time had a
charge in one of these areasracial discrimination', freedom-of
speech, union organizing--hecould come into a federal court and
claim that although in general the university administration has a
wide discretion-under thelaw to decide whether to retain a pro:-
bationary teacher,.that discretion is supposed to bp based solely on
educational considerations. If oncould provethat one of these
extraneous, non-educational factors was reallysthe,motivating force
behind the decision to deny-tenure, then a probationary instructor
might obtain relief from the courts. . Bur,--butside of these three-
specifically defined areas, teachers simply did not have anY right
to a probationary hearing.

Of eourse,,once you begin to allow courts to get 'involved in an .
area, their involvement seems to mushroomand expand.. Over the course
of the: past decade, instruc;ors began to -realize that there is almost
no situation that cannot be described in some fashion as involving
issues of disCrimination of freedom of speech. Ot if the instructors
were aetivelmembers of a union, thereccnild be aclaim that the denial
of tenure was for reasons of unien organizing. Once a -crack in the .

concept of no hearing rights for probationary teachers was created.by
these three exceptional areas,-more cases began to flow into the
'courts, especially the federal courts because these areas that I have
described are .basicallyIederal constitutional rights,even4though
education by and large is a matter that is left, to the states. Educa-
tional,administraters, therefore, began to experience-an'increasjng
nuMber Of 13rObationary teachers claiming that they should be-entitied
to aluildue process review because their constitut,ional'rights were
at stake.

'
Four years ago, this legal trend-rea6hed a 'culmination point in

case. called Roth v. Board of Re enta of Wisconsin.** This case.hap
a very interesting background. It began as a Ireedom of speech case.

*Pickering Beard of Education 391 U.

tO8 U.S. 564 (1972).

53

563 (1968).
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-

David Roth, who was a political sc ence teacher at the University of
Wisconsin,was an activist who had ,..en involved in a Variety of
political disputes with the university administration. 'His one.yeat-
contract with the University was not renewed. He originally came
in,to court claiming that he was terminated for reasons of political
.reteliation, the, traditional constituhonal argument that I have
previously outlided. -But ag the .case developed. Mr. Roth's lawyers
began to shift- the focus of'their case and pulled together some
strongj.egal currents that had been in the air, so to speak, for a
number of.years., When:the case eventually\came up,to the United
States Supreme Court, the focus was nd'Ionger on the freedom Of
speech question, but rather, it was the pure and simple issue of
whether a University could'deny tenure to s man, or in this case'
it was technicallya renewal of his one year contract, without holding
anv hearing whatsoever. The argument became what we call a s raight
due process issue-.

-The due process cfauae cf the Constitution provides thatieveryone
is entitled to life, libertY and property. Mr.Roth argued that he
had a property interest at stake since teaching waS, his liVetihood.
He also argued that hiS fundamental liberty was involved, the liberty-
to pursue his profession and to develop!his professional career,
which was being nipped in the bud by the university administKation,
without giving him an opportunity to present his case and teexaMine
whatever evidence suppoDted the decision to--terminate him.

The interesting thing about the Roth case is thatr..although Mr:
Roth los!t his appeal and was not granted' the Kight -to 'a'hearing, the
SupremeiCourt seemed to accept many of the arguments qat his lawyer
put forward. They seemed to accept the concept that procedural pro
tection for probationary teachera' should.be broadened, even though
the particular facts of Mr. Roth's particular case did not justify
relief'for him. In other wofds , this landmark case set'down_

precedential guidelines to which teachers in future cases could
appeal!, It should be noted, however, that the precedential impact
of the'Roth case is far from.91ear, since the guidelines were stated-
in negative terms': Teachers and their attorneys are left to surmise
the precise constellation of facts which would convince the court
that a Areater violation of due process had occurred than in Mr..
Roth's case and that would justify judicial invocation o a rightto
a hearing: Given this stat)t of uncertainty, the di ect sult ofl

the Roth decision has been to motivate universities nd school,'
- districts throughout the country to grant more hearings, in orde to .

avoid any possibility of juHicial-reversais.

Because of the significance of Roth, it is important to undr-:
stand the-major criterta the Supreme Court empbasized.in its disAissioii
ofhearing rights of Probationary teachers. Amentioned above, the
fiist aSpecf of the due process clause iryolved in the case was i
property 'rightsproperty rights:in the(Zontinuation of employment
and earning'of a livelihood. The Supreme Coq'rt clearly stated tjhnt

4
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- substantive property right is at stake, it will be
A
protected.

The Cour.did,not define-property in the narrow, traditional sense
0

of real Late or hard, tangible property .
the acadeMic employment context as a reaso

tinned employment. This means that
expectation of.continued employment,
'n-ed without a prior hearing being

They defined property in
able expectation of con-

a porson has a reasonable
his employment cannot be discon7,
hold. On this point there was

a eoMpanion,casa decided at the same time as.the Roth case which

involved a Texas junier college instructor.* In that case, the Court

liald that the Plaintiff mighthave a reasonable expectation to con-
tinned employment even though'be did not have tenure. That was a

very unique factual situation because the irstructer had been empl yed

for about 10 years and there was an informaf policy in the State

Co ivers I ty sys Lent that a person who had been retained for a period

in eXCess of 7 years could expect to have continued' employment so long

as his perfolMance was competent. In other words, without saying the

person had tenure, there was language in the lecal.regUlations that

ammnmated to ad hoc tenure. Under 'those facts, the--Supreme 'Court said

even though no explicit law guaranteed the plaintiff tenure, he might,

in fact, have a reasonable expectation of continued employment.

,How this holding would relate to the
leachers is an open issue at the present tit
Court has not concretely defined employment eXpectations,
the-specific context of theSindermann case.--That
inStruetors will, and in fa.et, have eome
particular situdtion, whateVer
Won of-continuedemployMent.
obviously muSt beAware of the
the loast, this,would s _m to mean

is hkred on a probationary basis,under a
cannot be.fired after 2-years without some
since under the written conCract he hasan
continued employment.

comstances of other
e,because the Supreme

except in
means that Many

forward to say that their

it is, amounts:to a reasonable expecta-
University and college administrators ,
implications of this situation._ At

that if, fbr example, an instructor
3 year contract, he probably

kind of hearing being held,
expectation. of S years.of

The second major area that the court,delineated in Roth was the .

question of liberty. The Roth decision culminated a trend in Supreme

Court decisions whiCh finally laid to rest the accepted distinction

In older government employment cases between what had been called a-

"right" and a "privilege." It used to be said government.employment

was a "privilege"; therefore, one could be fired without hearings or

procedural due process'. The. Supreme Court held in Roth that "rights"

versus 'privileges" did not provide an appropriate approach to'this

issUe. The appropriate method now is to looklat whether a person's

"liberty",was affected by the governmenbal adtion at issue.c. In trying

tO define what "liberty" meenS: in these circumstandes, the toUrt,

stressed 6.4o separate factors. The, firstis significant damage t- a

*Perry V. Sinderman 408 U.S. 57 1972).
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person's "repu a concept which seems to be broaden that pro-
fesional reptitat ion. The kinds of examples that were given in the
Roth case had to do with charges of dishonesty or immorality. There-

.

fore, if any teacher can establish that charges of dishonesty, or
immorality motivated his termination, he will-be entitled ,to a hearing
under the, Supreme Court's holding.

The second major concept of liberty under the Roth decision, is a
stigma which forecloses future job opportunities. This was the
difficult aspect of the Roth opinion. Charges of dishoneSty and sexual
immorality are relatively elear-cift. -But the iMplications of the
additional holding concerning stigmas on future employment oppor-
tunities are extremely nebulous. As might have beeft expected, since
the Roth decision,- it appears that every other teacher 'in the United
States who has'been denied tenure haq come totlhe courts and claimed
a stigma on his peofessional reputation. Such teachers have claiMed
that any time they apply for another job in the next town, or in the
next state, the potential employer will ask "where were you working
last year and why were you fired?" Some lower courts have accepted
this argument per se. They have agreed that virtually any time a
person is'fired or denied tenure and he has lAen.denied an opportunity

-to confront the evidence and the charges against him, a .sigma fore-
closinglutute lob opportunities has resulted. Most aourts, hNever,
have not fully accepted that doctrine. They ask for stronger evNence
that specific charges which substantially allege incompetence have been
ode public and have seriously and.detrimentally affected the teacher's
future. The Supreme Court:has not xuled on this\issue. David Roth,
they said, did not suffer a substantial stigma-forecloging future job
pOssibilities. Partially this was because, nit knowing what standard
the Supreme Court would apply, hig attorney did not both to submit
evidence of job applications having been directly,rejected for these
reasons Therefore, the Court, in his case, said it had no evidence
that he had applied for any jobsand that he was in fact turned down
and the efore,. it could not 'udge this issue in the- abstract

As I mentioned earlier, the net result of this fintire trend *Ids
been increased pressure for heating rights of probationary teaChers.
And that pressure comes primarily from the uncertainty of the Rofh
decision Itself, and, from increasing attention to this issue by
teacher unions, as mere and more contracts eontainianguage guarantee-
ing some kind of hearing_or review rights to probationary inptructors
In some states it also comes from legislation. Even though -the
Supreme Court did not per se require hearings as 4 matter of con-
stitutional law, the focus on the issue, combined with lobbying .

activities of teacher organizations,has led to the passage oi hearing
legislation in many states.

The key question, I think', -for our immediate-purposes_ is to
determine what kind of a hearing is required if a hearing must be

-held under.the Roth decision or under. Various sta_te statutes-. Let
me, of course; make clear that if a detailed statute haS been adopted,
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obviously bearings must be governed by what the statute mandates. Blt

in most states, statutes do not explain what is required, so we hav.=!
to look at the gene, trend of eourt decisions to determine the nature

of hearing process.

The /,Supreme Court's decisi,on in Roth never reached the ques ion as
to what kpld of hearing an.instructor would be entitled to if he did
qualify for such a hearing. But the Court has given certain indications
in this rlegard'. One such indication we get is from the Supreme Court's
recent decision in the Goss case involving student rights to a hearing
prior to suspension or discharge.* The Court held there that a hearing
will be required before any short-term student suspension. In dis-
cussing the nature of the hearing, the Court emphasized, as it does
in many due process caseS, that hearing procedures are somewhat
flexible. They depend, on the one hand, on the reasonable adminis-
trative needs of the institutiOn, and -on the degree of possible
.deprivation of constitutional rights of the student on the other.
The Goss standard for student disciplinary cases was very minimal.
The Court held that the student has a right only to notice of the
charges against him, and if he denies them to an explanation--'of the
evidence against him and the right to present his oWn version of the
facts. That is a very minimal due process hearing, but It is the
least that one can assume would be expected in any teacher situation.
Notice that the court did net say that the student has a right to have
.an attorney present, that he has a right to the written transcript of
the proceedings, that he has .a right to bring witnesses or to cross
examine witnesses on the other side. The Goss hearing was tivery
minimal review to try to prevent gross error. Probably what*would be
required in most teacher, probationary teacher sitautions, is something
mid-way between the Goss hearing and a full, Substantive due process
hearing with right to counsel, etc. The lower federal courts which
have'made decisions in this area have tended to hold that a.teacher
should be given notice of thd specific charges against him and an
opportunity to rebut them in some reasonable,manner.

The key question in teacher termination hearings frequently
revolves about the."burden of proof." In a full substantive due pro-
cess hearing, the board of education or,the university administration
that is seeking to discharge a person would have a burden of proving
his incompetence or his unsuitabilityjor the job. In a ,probationary
situation, however, most courts have tamed this areund ahd said the
university or the school district has only the burden of "going
forward," which means presenting some plausible evidence to support
their decision% It then falls on the teacher who is challenging the
decision to establish its unreasonableness In other words, the
school does not have the initial burden of showing-that the decision
was reasonable and fully supporting it, but they metely Myst show .

Goss y._Lqpz 419 U.S. 565 (1975).
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that the decision hns nu air of reas nab .11. ty and plausibility which
must then be overcome by the teacher who has the-burden of establish-
ing by a preponderance of the evidence that the decision is, in fact,
unreasonable.

These technical distinctions concerning the burden of proof pro-
vide an answer to the often-asked question as to what is the difference
between probationary status and tenure status once hearing rights are
granted to probationary teachers? Obviously, it is harder for a pro-
bationary teacher to ovetturn a termination decision if he haS the
burden of proof to establish its unreasonableness. In a tenure dis-
missat situation, where the- administration has the clear burden of
-proof, it is prn'e difficult to sustain a termination attempt.

There have also been some indica ions by the courts that, in
addition to burden of proof considerations, higher standards of-com-
petency can be required of a probationary teacher than of a tenured,
teacher. For example, in a situation where performance standards
have risen over the years, a court might not require a long-tenured
instructor-to meet the same criteria that could reasonably be required
of a new person. There are also some indications that, in general,
courts will expect a greater showing of incompetence inthe case of
the discharge of a tenured teacher, even if'the same evaluation
standards are applicable.

We are now ready to focus on the critical question of what
standards are courts looking for when it comes to evaluation?

'

Approaching this question from an historical, perspective, it is safe
to say that, traditionally, the type of standards that would be
applied in tHose very few cases that would come to the courts were
purely procedural. For example, courts would insist that requirements
for prior notification or contractual evaluation procedures be
strictly followed. But until a few years ago, there were few court
decisdons which atteMpted to carefully probe the substance of the
evaluation standards a school district or a college was using.

This, phenomenan partly resulted from,the paucity of cases involving
evaluation issues, but also from a preValent judicial deference to
expert opirion. If an educator appear6d in-coUrt as a witness and
testified that he'had evaluated a particular instrUctor and his edil=': _
rational judgMent was that the instructor was incompetent, the' court
would usually stop its substantive consideration at that point.
Courts did not consider themselves qualified to closely analyze the
specific standards that a school or university was using in this kind
Of situation.

The only evaluation decisions that would traditionally be
invalidated hy the courts wbuld involve issues of gross arbitrariness.
This kind of-situation was exemplified in an'interesting decision of
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a New [lnmpsllt re Federal Court in 1971.* The Court there specifically
defined arbitrariness in the context of a toacher termination suit in
three ways. First would be basing a non-renewal of a contract on
reasons totally unrelated to the edueational process, as, for example,
firing someone because of the type of auto she drives or the kinds of
foods she eats. A second category of arbitrariness was triviality,
i.e., a factor which, althoughirelated to education, is too;insignifi-
cant to provide a rational basis for a termination decision. An
example in this regard would be minor tardiness, arriving at school
a few minutes late on a few occasions. The third general criterion
specified by the court for invalidation of termination decisions was

. charges wholly unsupported by any facts put forth in the record. I

would think that these three criteria are rather obvious, but the fact
that the court's review of evaluation standards was limited to such
clear examples ofgross arbitrariness is indicative of the jddicial
posture at the time. Courts were prepared to invalidate a totally
irrational evaluation process,, but if any aura of plausibility were
involved, the Courts would defer to the judgment of the experts.

However, in the past 3 or .4 years this entire judicial attitude
has shifted dramatically. The courts are now beginning to look very
closely at the specific substantive standards-that are being utilized,
the manner in which they are being applied, and the groups who are
being affected by these decisions. The initial thrust for.this new
direction came from racial discrimination concerns, which have been
broadened in recent years to include issues of, sexual discrimination.
The early cases in this area emerged in southern faculty integration
situations, where in order to be sure that a school:district was
carrying out a mandate to integrate its school staffs, the 'courts
would require a showing of objective evaluation standards before it
would permit a school district to lay off or demote Black faculty
members

Judicial involvement in evaluation questions accelerated as a
result of the passage of Title VII of the 1964 Civil Rights Act.
Under Title VII, employers' decisions concerning 'hiring,..promotion,
retention, and numerous other aspects of the employment process must
conform to certain regulations and standards set forth in the law.
This law originally applied only to private companies and the specific
enforcement guidelines created by the Equal Employment Opportunities
Commission (the "EEOC"),.the.enforcement agency created by the Act,
estalbiehed requirements for the types of selettion devices, and the
types of tests which private coMpanies could use'in making their
employment, promotion and retention decisions. But in .1972 Congress
extended the provisions of Title VII, and indirectly the EEOC re,gu-
lations, to state and local governmenta and munlcipalities, i eluding
school districte.

1971
*Drown v. Fortsmouth School Dis rict 451 F.2d 1106 (1st -ir.
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Two recent d ''-')ns of tl United States Supreme Cou
uphold and enhanced tho impact of the EF.00 regulations. in this area.*
The Corprt in these cases (which specifically involved Private industry,
but 116W apply also to school systems and other state agencies) upheld
the applicability of the specific guidelines that were issued by the
EEOC. This was somewhat extraordinary, because these standards were
far more detailed and exacting than the general anti-discrimination
pronouncements enacted by the Congress, and because these guidelines
were not full federal regulations which.had been submitted for public
scrutiny and comment as required by the Administrative Procedure Act.

'But under tho Supreme Court decisions, the EEOC guidelines have
virtually been given the effect of law.

It is important for these reasons for us to briefly consider the
precise content of, the EEOC guidelines. At the outset, it must be
understood that the major thrust of these guidelines is on the initial
employment selection process. Although I was asked to discuss evaluation,
which I assume means on-the-job evaluation in particular, I understand
that initial selection is also an Issue at this conference. In any
event, the two are inter-related. The :ore, wt.1- must understand the

nature of the specific EEOC selection s andards before we .can relate
these considerations directly to evalua ion issues.

'Basically, the EEOC guidelines state thatrno wri .ten test or any
other employment selection device may be used unless it is "validated."
Now validation under the EE0Cguidelines comes under two main headings;
"predictive validation" and "content validation." Predictive validation
is the higher standard which is normallytequired of all employers.
Stated simply, it means that if an employer utilizes, for example, a
written test as a basis for hiring, he must demonstrate that this is a
valid indicator of actual competence on_ the job,. Be must showthat
those who, pass the test and those who get higher grades on the test
perform better on the Aob than those'who fail the test or get lower
grades. In other words, he Must empirically demonstrate that this
test validly predicts competence on the job. To estahlish such pre-
dictive validation obviously is a very complicated, expensive and
time-consuming process.

Although predictive validation is the preferred standard and is-
required generally in cases invelving private companies, in many of
the public sector cases Which heve erisen, the courts have invoked a
clause in,the EEOC guidelines which,permits theuse of "content
validation" where predictive valida4on is notmimmediately feasible.
Content validation aims at the same general result as predictive,
validation, i.e., assurance that a test_is an accurate measure of
competence on the job. But, instead of reqUiring empirical predictive
correlations, content validation requires the employer to show that

_Duke Power Company 401 U.S. 424 (1971); Albemarle
Paper Co. v. Moody 95 S.Ct. 2362 (1975).

6 0



45

the content of his test, on its face, is rationally related to the
specific descriptions of the job which the emplOyer himself has
promulgated. For example, if a test is given for a position such as
speech teaching; wherein 50% of the person's performance will depend
on.his oral competence and fluency, a test which has one question
involving verbal fluency and 99 questions asking for familiarity with
famous authors of English literature, would not satisfy content
validation requirements because the person is being tested for some-
thing that is not related to the actual demands of the job.

Although it would seem that content validation is almost a common
sense approach since it is obvious tbat any test should be directly
related to the job at issue, it is interesting to note that in many,
if not most, of the cases that have arisen involving public sector
defendants such as school districts, police forces, and civil service
bureaus, these agencies have failed to satisfy minimal content'
validation standards. Their examinations on their face were not.
rationally related to the job. One reasonlor this lack of job
relatedness is that very few of these agencies had done an adequate
job analysis. When the courts asked for a description of the
particular jobs to correlate with the test questions, they were often
presented with a job statement which was nothing more than a short,
vague, virtually meaningless tautological statement. Lack of an
acceptable job Aescription was the primary reason that many of these
examination systems were struck down. Therefore, In recent years,
emphasis has focused on initial job analyses, i.e., pteparing an
accurate, detailed, statement of exactly what is required for success-
ful performance of a-particular job. Once a valid job description is
available, the.development of a suitable test or evaluation standard
is a relatively simple operation.

Beforeturning our attention to specific application of the con
cepts discuased in the preceding paragraphs to particular evaluation
problems you may be facing, let me interpose an important,cautionary
statement'. I have generally .been -talking about the EEOC guidelines
as if they automatically apply across the board to any employment
situation. :However; these guidelines, which emerged from the Civil
kights Act, specifically apply only in cases where discrimination
against minority groups or women has been established. It is
important to note, though, that the attention that haabeen focused
on employment standards because of the EEOC guidelines and the
intensive involvement of the courts inthese cases has caused the,
judges'to become increasingly educated:In this area. You will
iemember that i previously said that traditionally, a judge would not
look dt specific evaluation standards because:he lacked expertise,
and had no criteria for probing educational judgments. Well, now
they do have such criteria.- The EEOC guidelinee have given the Courts
a handle for- analyzing evaluation standards, and therefore, we can .

expect that judges, even in cases not involving allegations of racial
or sexual discrimination, may begin to require something similar to
the EEOC standards of all employers. In effect, the EEQC has given-
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the courts t(...ols for i.sess ing emp 1 ovmen t and evaluation standards,
and once these tools are available, the courts are not likely to
permit irrational s taudo rds to he maintained merely because no
negative impact on a minority group has been shown.

us turn to a consideration of specific pragmatic, ,uide-
lines for college administrators which might be drawn from the legal
cases decided to date. the first consideration in this regard would ,

be the specific criteria to be used in the evaluation. As I stressed
ove, the most important consideration is to compile a meaningful

and rational job analysis. Obviously, if a rational job analysis
wbioh meets the legal standards for initial selection tests is avail-
able. it will also provide a solid basiS for developing standards for
on-the-job evaluation.

5asee on the Un ted States Supreme C urt's opinions in the altIlL
and Albemarle cases, cited above, as well as my personal experience in
the Chance-* litigation in New York City, I would emphasize the follow-
ing, key Components 01-such a job analysis. First, the specific job
areas should be clearly defined, bOt at the same'time, the specificity
should not be atomistic. For example, fn the Chance situation, the
consultant's reporridentified approximately 19 major duty areas and
well over 100 specific tasks for the job of high school principal and
recommended these elements as basis for the job description, the
number-of task areas in this report clearly appear to be unWorkable,
while the major duty areas are too vaguely defined to be useful.

Secondly, a representative cross section of persons who have An
interest in the selection or evaluation process must have input into
tbe job analysis. this means, for example, that the job cannot be
defined exclusively from the perspective of present job holders beclau
especially with currentpressures for upgrading and updating the entire
employment situation, newly-hired personnel may be expected to perform
different functions or to euhasize different approaches to the job

*Chancev. Board of Examiners 330 F Supp. 203 (S.D.N.Y. 1971),,
aff'd 458 F 2d 1167 (2d Cir., 1972). This case involved a civ,i1
rights attack on the examination-system used for licensing all
principal's and supervisors in the NeW York City school system. The
federal district court declared the examination system unconstitutional
five years ago for the reasons discussed above. We have spent the
last five years in New York City attemptingto draw up new standards
that would be acceptable to,the court. Some of the points to be .

discussed here, emerge from criticisms which the plaintiffs in Chance
have lodged against a job analysis prepared for the Board of Edu-
cation by a professional consUlting firm. (The boar8 itself
apparently has concurred in some of these views, since it ha -4ndi-
cated to'the court that it may not adopt the evaluators' rec mmenda-

ons.)
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Moreover, present incumbents may not necessarily be performing
correctly or in accordance with the perspectives that contemporary
policy makorswish to stress. In other words, the job description
must contain a sense of direction. It cannot be a status quo
report on how the job is presently being performed. Furthermore,
in order to satisfy the courts, especially in a discrimination
situation, adMinistrators must he sure to include input from
minority applicants or women who may have been prevente_ from
obtaining this position in the past.

A third factor discussed by the Supreme Court in its Albemarle
decision, is the importance, in many cases, of having independent
outside consultantsundertake the job analysis. If in-house admin-
istrators who, so to speak, have an investment in ,the outcome
monopolize the process, the courts may be suspiCious.

The final consideration is the question of proportions. A job
description may identify 20 basic elements of the job, but that
does not mean that each element is necessarily as important as every
other abd that each should therefore receive an equal weighting in
the overall evaluation. Obviously some aspects oi the job are more
important than others and these proportions and priorities must he
reflected in the evaluation criteria which are developed.

After spec fie evaluation criteria are developed, a second major
area of concern is the question of reasonable application. In the
Albemarle case, the company's employment'selection system was
invalidated by the U.S. SUpreme Court latgely because of a lack of
objeetive application of the relevant job standards. The supervisory,
rating standards were applied inconsistently, with the same standards
not being utilized in the same proportions by all supervisors across
the board.

A further specific example of judicial concern with objective
application of standards was provided by.a. case decided by the
federal district court in Pennsylvania.* In that case four major
criteria for appointment on tenure had been identified in the

.

faculty handbook as "effectiveness as a teacher," "research and
scholarship,"13rofessional stature,",and'uother constributions." A
teacher was terminated on the basia of an evaluatfbn which consisted
solely of a close analysis of four lectures that she had given. The
court indicated that even if the evaluation of her lecturing ability
were fair and proper, the administration ignored four-previous years
of teaching, and the laboratory and doctoral advising components of
her teaching responsibility and they also did not evaluate'ller in
areas of.researeh end publication, professional stature and "other

*Johnson v. University of Pittsburgh 359 F.Supp. 1002 (1973).

6 3



48

contributions." Therefore the urt emph -ized in its opinion t e
significance of the fact th: the school's stated evaluation
standards were not objectively applied.

I should make clear that the concept of "objective application"
of evaluation standards does not mean that a reasonable degree of
discretion will not be permitted in these decisions. Obviously an
evaluation canNot be rigid or based only on quantifiable standards,
but reasonable discretion must be applied within a context or oVerall
objectivity, of weighting of the elements and, if possible, 'of
obtaining multiple input and judgments on,the teachers performance.
For example, a recent case* concerning a faculty member who apparently
had very serious difficulties in getting along with other faculty
members, was upheld: by the court which emphasized the fact that five
members of the department took part in the decision notto renew his
contract. If only one faculty member's opinion had been the basis
for the evaluation, the result might have been different.

Thp final point I would like to emphasize is thenecessity for
strict compliance with procedures. Courtaare conversant with pro-
cedures, and feel more comfortable in making decisions on the basis
of procedural inadequacies, even though, as I have mentioned, the
EEOC guidelines have begun to involve courts in substantive analysis
of education employment problems. If a sahool has agreed to follow
certain procedures, and if these procedures.are ignored in a
particular case, the courts are likely to overturnthe administrative
action. For example, -in a, recent Federal case*, applicable adminis-
_trative regulations and practices required that evaluations be done
in the fall and that the teacher involved to be promptly notified of
any negative evaluation and intention to rate as unsatisfactory. This
would permit him time to respond to phe allegations and presumably
to try to improve his performance before the spring when employment
decisions for the:next year would be made. In this case, the admin-
istration had failed to formally send, out.a cOpy of the evaluation
report as required by the,regulationa., Even though the teacher
apparently knew in _fact that some negative evaluations had been made,
the courtinsisted on strict adherence to,the procedure and required
reinstatement and a re-hearing for the teiCher.

I hope this broad perspeaive had clarified At least some of
the issues and soma of the: current judicial directions. I think I
can summarize theAmain point which I would like to leave with you by
referring to:adVice I read two or three years ago in a :guide book on
legairprUblems in education. In regard to the question of hearings
for probationary teachers, the authors advised school administrators

*McEnteggart v. Cataldo 451 F. 2d 1109 (1st Cir., 1971).

**Sigmon v. Poe 381 F. Supp. 387 (W.D.N. Car., 1974).
_
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to play safe, not give notice to any teachers concerning the specific
reasons for their. dismissal. This would avoid the pitfalls of having
to_justify the decision or t- explain aWny the possible stigma caused
'by specific charges.

That advice may have been, sound three years ago. Today, fortu-
nately, or unfortunately, administrators are increasingly being
required,to provide specific reasons and to hold hearings. Therefore,
the best advice I can give at the present time is to confront the,
issue head on and assume that you cannot avoid full disclosure and its.
conse'quences. In other words, take care before you get to the notice
and hearing stage and be sure that your hiring and your evaluative
criteria are carefully developed and rationally related to the
objective performance requirements of the job.

If these tasks are approached seriously and pro essionally, th re
,is no need for apprehension concerning possible future law suits.
-For, in a nutshell, all the courts are really asking for is reasonable
adherence to basic standards of rationality and fairness both in your
procedures and in the substance of your decisions.
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Fr -11LTY EVALU FIONS--WHAT DO THEY KEAN?

William O. Gall.
Associate Dean of Faculty
rcer County Community College

Trenton, New JerseY

The outcry Fur 'r: ter iccountah1 litv for tIle academic -orld

again risos the 1.55110 ot validity Ot the evaluation systems

H Lit ili7=ed in two year and Four year cdl eges and universities.

Are rea ly utilizing methods which will meaningful

ini-rmation concerning our tewa rilsh O of the publi 's money and

educatio1.11 sys._ Today education Is big business. The ape ri t ing

budgets of all colleges and univer7itie -arc and have been for the

past dec des on an upward spiral with personnel costs at the fore-

front,

Questions are bein- raised from all quarters concerni6g the

amount of learning that is taking place in our colleges 'and uni-

versities. t is clear that the Lducational world must conduct.its

in such a manner that the gener;a1 public is convinced that

we know what is happening and that we are making the best use of

resources that are provided.

ince the faculty is the cutting edge of our educational

cess, it is clear that our faculty evaluation system must provide

the needed information concerning this most impoptant element.

Mercer COunty Co-- unity College is attempt_ing to develop a

foonity 'system which.
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1) ass ist the toculiy momber in improving his performance

provide ii orinat in ior Da 11 decisions regarding

promotion, retention, teaur , merIt increases, and normal

tnc-ements.

1t must he noted Chat MCCC utilizes the academic rank 'system.

iioWever, the SOnIC str;itittcatton is equally applicable to any

existIng personnel managetent procedureS.

During the progress of this attempt, it was found that faculty

of various academic anks were teaching the same ,ourses and per-

forming the same duties within their departments. Logically,-the

question was raised as to why an Associate Professor was performing

duties of no g ter challenge than those assigned to an instructor.

Examination.of the various job descriptions indicated,that these

We r itte- in terms too general to be of substantive value.

As a consequence, the .Faculty Performance Standards Outline

(Figure 1, ) -as developed. These standards are to be a part of a

numerical evaluation system with varying numerical weights being

given to each type of function.

It is hoped t ,t a total numerical score (which will-take into

consideration any wri ten comments) ean be developed for each faCulty

,member. Additfonlly, it is expected that a college standard for

each academic rank wIll be established. A score for each ,faculty

Member will then be plo ted on a graph (Figure 2) which is to be

maintained in each individual's personnel file. This can be used

as a management by exception trio'. It is expected that

trial period, the system will be refined-and improved.
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FUNTION

MAX

PTS Asst. Instr. Instructor

RANK
As t. Prof. Assoc. Prof. Posor

1 Direct

Teaching
,

200

..:

.

2. Indirect

Teaching

,

-----:--------

3. Contribution

to Dept.

A. Course

Development

p

100

225

(125 )

_

Develops famil-

tufty' with

assigned

courses. Offers

some suggestions

concerning

possible

improvements,

,

.

/25

Shows productive

involvement in

the updating of

at least ()he

course. Develops

familiarity with

Dept'l. Instr,

Dev. Projects,

,

,

.

/50

Effectively

coordinates

and maintains

a course or

course

sequenoe

Shows pro-

ductiVe

involvement

in an

instructional

development,

project,

,

I

Demonstrates

excellence

in course

coord'n and

maintenance,

coordinating

one major or

several re-

lated complex

courses

successfully1

Is involved

in a success-

ful major

instr1 dev.

project. Is

involved in

studies of

course effec-

tiveness.

/100

Demonstrates

outstanding

professional

ism in major

academie

respOnsi-

bilities:

d2sign,

maintenance

and coordi-

nation of

major instr1

dev., major

contribution

to course

effectiven s

analyses .

'/100
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FUNCTION PIS Asst.' Instr. instructor

8 Other

Curri

cular

Involve-

ment*

4. StudPnt

evaluation

and advise-

ment

(100)

150

Develops

familiarity

with Dep'l

programs,and

curricular

concerns:

Participates'

as required,

'in special

curricular

matters!

/20

Demonstrates

interest and

productive

involvement in

departmental

concerns other

than the

as'signed

courses!

/40

Routinely performs assigned

advisement tasks. Incor-

porates sufficient testing

into assigned courses to

enable timely monitoring of

students' progress and diagnos-

ing their difficulties.

/60

RA N'

Asst.'Prof. Assoc. Prof. Professor

Demonstrates

success in

a major

departmental

project

other than

course

development.

/60

Demonstrates Demonstrates

involvement effective

in several leadership

departmental in several

projects and major

effective departmental

. leadership projects!

in a major

one,

Partici,pates

constructivel

in'a signifi-

cant improve-

ment of

testing or

advisement

systems.

1

AsSumes a Demonstrates

leadership effective

role either dept'l lead

in the,design ership both

of a major in the

improvement development

in a tudent , of student

evaluation _Naluation

system or in Systems and

the dept'l in the

student advise=uperation

ment system', and improve-

ment'of the

student

advisement

system!

/120 /15.0

/80 /100



FUNCTION

MAX ----------- ----RANK

Asst. Instr. Instructor Asst. ProfPT

5 Other con-

tributions

to the

75 Minimal par-

ticipation

beyond

departmental

duties.

/15

6. Other rele-,

vent pro-

fessional

involVement

50 Mitimal

involvement

beyond College

duties,

except in

pursuit of

degree.

Mlingly serves

in a constuctive

fashion on

committee or in

an activity

beyond Depart-

mental require-

ments. ShOws

potential for

future contri-

butions.

Serves con-

structively

in-a major

committee o

actiVity

beyond

Departmental

duties.

Maintains an

interest and

some routine

involvement in

extra-College

profeSsional

activities.

Is actiVely

involved'in

some, area of

outside pro-

fessional

activity and

illustrates

clearly his

availability

to and,

involvement

with students

Assoc. Prof. rofessor

Actively and

successfully

contributes

to a major

development

in.Collgge

policy,

activities,

or procedures,

-r makes a

significant

contribution

to the Col-

lege's In-

Service

program,

Assumes an

effective

leadership

role in a

major College

'committee or

activity,

which

results in

a /substantial

improvement

in some area,

of student

activities

or College

policy and

procedures.

/75

Is construc-

tively

involved in a

number of

outside pro-

fessional

activities or

supplements

modest pro-

fessional

involvement by

unusually '

extensive

Illustrates

an except-

ionally

strong

involvement

in extra-

College pro-

fessional

activities

and/or

establishes

a pattern of



FUNCTION

mAx ---- ---

PTS Asst. Instr. Instructor

-------- R A N K

As$t, Prof, Assoc. Prof, Professor

6, Continued . tv ilability

to' and

involvement '

extra-

ordinarily

extensive:

with

students.

and effeO-

tive aVail-

ability to

and,involve-

ment with

students.

/10 '/20 /30 /40 /50

*Such involvement includes a combination of some of the following: design of'new courses or programs,

updating of existing programs, operational coordination of a complex program, 'development of academic

policy recommendations, deve,lopment ef course or program placement syJtem, development of student

recruitment systems or informational materials, development of Community Service or International

Education activities, facilities or equipment development, etc.

Figure 1

Faculty Performance Standards and Summary Evaluation

Developed by Mer0r County Cominunity College

Will D. Gall

AssoCiate bean of Faculty



Ass't Instructor
Instructor, 1-3
yrs. Exp.

Instructor, 478
yrs: Exp.

Ass't Prof, 4-9
yrs. Exp.

Ass't Prof, 8-11
- yrs. Exp.
Assoc Prof, 7-10

yrs. Exp.
Assoc Prof, 10-14

yrs. Exp.
Prof., 8-12

yrs. Exp.

56

/ EVALUATION INDEX

Collega Score Average Score
Standard This Ev luation All Evaluations

NAME RANK

Points- 73-74 ,74-75 76-77 .78-79

900
800
700
600
500
400
300
200
100

Figure 2 .

Evaluation Graph

7 6
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FACULTY EVALUATI 4 IN COMNUNITY COLLEGES

Charles R.'Doty
Rutgers University

'New Jersey
and

' Rose Kocinski
Middlesex County College -

EdiSon, New-Jersey

In the Spring term 1975, members of the graduate class titled

Issue- in Technical Educa-ion concentrated on developing video

recorded models of teaching and supervisory skills that migh be

used in peLsonnel development programs in post-secondary ins ru-

tions. As a .tilt of this Live. the question of what each-

wasing skills were essential for the community-college instr

asked

It was decided that one way to determine essential teaching

skills for community college instructors was to collect- and

analyze the evaluation instruments from all seventeen commun

-colleges in the state of New Jersey . A letter requesting the

instruments sent to each college president. Within one m nth

every-college sent their ins -A ent.(s).

Sixteen of the colleges haUan instrument or instruments that

was used -throughout the entire college. One college had an instru-

ment for each department. It was decided to analyze . the sixteen

institution-wide instruments.
L.

The analysis revealed thnt there are four major categories of

assess-ent: 1) administra ive evalua_i n of ching effectiv-1

57

7 7
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2) administra:e evaluation of nonteaching contributi ns; 3)

-

student evaluation o.f course effet veness and; 4),student

evaluation the ins

Figures 1-4.

In order to obtain some meaning fro_ the data shown in

These aTe shown respectively

Figures 1-4, a sum ary for each of the major categories was com-

pleted. The,summarie- shown-in Figures 5-8, show four columns

information. The first column gives the rankinT one being

high. The second column is the faculty behavior and the third

shows how many times this ftem was included in the sixteen instru-

ments. The last column gives the percentage, i.e,, the percentage

of inclusion in the six een instruments.

The administrative evaluation of teaching effectiveness

(F gure 5) has a major emphasis on a wide assortment of behaviors

categorized :under the broad heading--General Comments or Narrative.

As specific instructor behaviors are delineated it is found that

communication of ideas/knowledge by the- instructor is_ held to be

important by the majority of colleges, b

(13%-19%) regard as important behaviors

only a small percent

at are dIrectly related

to this characteristic of teaching, .e., stimulation Of students

to iearn, interdisciplinary experiences for students, feedback-from

students and influence on students.

e.

7 8



Figure 1
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OF TEACHING EFFECTIVENESS

Communication of Ideas/powled e

Stimulation of Students

LtErLy_ith_Students_

Ade'quate Testing/Reporting/

Gradin: Procedure

W W4000
0wUW
04 4

4Z4
W1000
guHU
4 0
P>4z?-1
2Hk H ,H
c) H H
OZMZ
M
al 4

0
H u

W
U 0 U

Z4g4
14441400

u U

U U

Z
MWWW
OUHU
u 4140W

4 W 4
X 4
W C
Fi u
m 4

C

u ugu
guHta

g

0 .00
PU

W

4m r
H

u c0.(Z
ociw

Z4
ZN4.000
0

0

W ,
0

0

H.

Development of Interdisciplinary

Ex ertise for Students

Uses Feedback from Students

WillingnesS to Investigate

New.Methods

Influen4 on Students

HousekeePing/Security

Effective Use of Materials

General Comments

Facult Re onse

Organizatin of Subject

Matter



I

I

V

Lii
rj
Lu

Lu

Lu

U

V
0

V



Fiore 3

STURNT EVALUATION OF

COURSE EFFECT VENESS
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Rank Faculty Behavior
piertey

of Rating Percent

General Common or Narrative 13 81

Comm ni cation of id_as/knowled-i, 10 63

Rapport with students 9

'Adequate tes ng/r ting/grading
procedures 9 56

Faculty response 8 5n

5 Effect ye. use of materials 38,

;ani7 Lion of suhj ect matter 5 31

Willingness to invest 'N
ideas 5 31

Stimulation ot students to learn 19

Dvelopment of intcrdiscpifuary
experiences for students 19

Uses feedback from students 2 13

Influence on students 13

ug/socu 13

FlguTe 5

SummarvAdmini.stratIve Evaluation of Toachiag Effectiveness
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There was greater consensus am 1 administrat rs regarding

nor -teaching cOlit1LbtitiOns -C faculty .gure 6) thln for Lel-hing

effectiveness. Cent rihutions to college/community are inc luded in

the 16 ova nat ion instruments, ho-cver, the form these con

Lrihut )ns take were ncrL defined. Note that the degr-- to which

an mu lividual ,ives hove pe ed and membership in pro-

fessional orga izat ions are considered by a small percent of the

college whereas professional growth is highly ratikA There is

evidently little or no relationship between pro sional oi ani-

zatfon n mbership ando s professional growL h as viewed t those

who des gned the inst riimonts .

Referring to Figures 7 and 8, the ova luation instruments

designed for students were more specific than those for idmini

t itor evaluation. The student it r.-.t rumeiits seem to ilfcLidu

balance of pedagogical skills reflecting an orientation t--'

the individ al student plus an emphasis on efficiency ana por-

sonnliCy.

The results of 1 t instruments usedinventori

in the community eel Teges in New A-rsey were distributed to ninety

administrators and faculty representing ail seventeen colleg,

They were askei to critique this h ventory No cr1 t ical feedback

nv cc I loge was reet i ved so It. .oi be assumed that this

intOrmat tol is correct.

89



Rank

2

Charaeteris--

Reivant text mate ALS

R-levant/fair testing

Preparition time

Fr quency
of Rating

8

8

Percent*

Description of course objectivLs,
content clarified 7 64

3 Level_ of courses 7 64

Student stimulation 55

_General comments 5 45

Course organization 4 36

6 Amount learned 4 36

Overall rating of the course 4 36

7 Laboratory facilitie 27

Improvements 2 18

Class size 2 18

Effetive use of AV media/
mater La ls 1 9

*11. out of 17 N.J. community coLleges repor inp this

instrument

Fipure 7

Summa-. Sttuleut Eva nation of

9 0

ourse venes:
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Riiik Behaviors

--mmunicatim ideas/knowledge

Overall rating

Frequency
of Rating Per-

90

SO

Recognition of stu 1 5

ideas/question 7 70

6enoral comments 7 70

4 To.s,t --reievan /graded fairly 6 60

Rapport 6 60

5 Speech 5 50

5 Mannerisms 5 50

5 Effective use of med a/materials 5- 50

5 Variety _of tèahtng techniques 5 50

EffectAve use of class Lime 5 50

5 Office availability 5 50

Reliahility/consistent 5 50

, Range of interests 5 50

Lcvel of assignments 4 40

Student stimulat n 4 40

Retuf=ns examination papers prompf_y 4 40

Student advisement 4 40

Teaching 'ovements , 4 40

Student grade point average 4 40
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Frequoncv
Rank 8ehaylors of Ratin Percent*

. ,

7 Appearani:e 30

7 DiscIpline of class 3 30

8 Teaching confidence _ 20

8 Self- control 9 20

*10 out of 17 N.J. communqy colleges had this type of
instrument

Figure 8

Summary Student_ Evaluation of the Instructor



There were no de hlite conclusions drawn from examining

these instruments and, especially, very few clues as to what

specific teach.ing skills might be essential except for the

genera| area,of commumicottoll of ideos and knowledge. Teaching

skills in this area developed by the graduate class as modets

were lecturing, demonstrating concept, demonstrating emanipu-

lative skills. brainstorming end leading a discussion.

a last ,.ment it !Mould be reported that a lawver

specializing in education:It evaluation declared tOat in his

opinion Thes6 instruments would not be definitive enough to hold

up in court,

9 3
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When these primar isions have been reached, consideration
can bo given to selecting components (Sub-systems) or the
system. Such determination must be based on a knowledge of an ideal
sot of cemponents. An assessment of the present organizational
context is necessary for.the purpose of determining.if any of these
components are in existence; how well existing components arc
functioning; and if they are not in existence is it desirable to
install them.

The remainder of the discussion will be related to the develop-
ment of a relatively comprehensive, ideal model for implementing a
program of competency based personnel development for post-secondary
vocational-technical education.

DEVELOPMEN_ OF THE MODEL_
Figure 1 depicts a model cOmpetency based personnel development

prog -m. This Model is generalizable to many educational settings
even though the text which describes it speaks_basically about'
vocational-technical education programs.

The sub-systems used are fairly comprehensive in scope. They
constitute an elementary system' which may be augmented with other
components as the need for such appendageS is identified in specific
situations. Each Sub-system is designed to facilitate and comple-
ment- the central system goal. That goal is: "the personnel develop-
ment program shall provide services and activities which will enable
individual administrative, supervisory, instructional and supporting
staff members in the organization to upgrade their required per-
formance." Each sub-system is'explaine,4 briefly in the text which
follows.'

ASSESSMENT SUB-SYSTEM

This component is the Alpha and Omega of the personnel develop
,ment system. All pre and in-service education efforts must be based
on the needs of the clients to be served. The needs are discovered
through staff assessment. Similarly, assessment must take place at
the completion of a personnel development activity in order to
determine its effectiveness and needed follow-up.

The assessment sub-system is composed of several interrelated
parts,5 Some of these are;

1. standards for staff employment and advancement

2. pre-employment assessment

3. performance assessment



ASSESSMENT

SUB-SYSTEM

(PRESERVICE/IN-SERVICE)

LEADERSHIP

DEVELOPMENT

SUB-SYSTEM

CURRICULUM

DEVELOPMENT

SUB-SYSTEM

ORGANIZATION

DEVELOPMENT

SUB-SYSTEM

COMPETENCY BASED

PLRSONNFL DEVELOPMENT

SYSTEM

BASIC DATA ANALYSIS

SUB-SYSTEM

(TASK/C(MPETENCY

INVENNKIES)

COST-ANALYSIS

SUB-SYSTEM

PERSONALITY

DEVELOPMENT

SUB=SYSTEM

PROJECTION/PREDICTION

SUB-SYSTEM

(FUTURE PERSONNEL NEEDS)

Figure I

A Model for Dmpetency Based Personnel

;Development in Vont-Well-Technical Education
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Standards for Stair Fiqp_i_oyment all Advancement

Su-h criterion standards are usuaLlY basedon the philosophy and
goals of the organization. More specifically, they are usually based
on the competencies needed to perform the duties and activities
specified in the position description to be filled. The staadards

should be observable and measurable if possible. Items such aa pre-

requisite experience and/or education are legitimate. Characteristics
which may be identified by placing the candidate in a sitnation which
simulates the conditions under which he/she will be working are
desirable for inclusion. This use will be,discussed under the com-
ponent which advocates the use mf an assessment center.

1

T _ fellowing discussion of position descriptions may be helpful
a basis for developing standards for staff employment:

sit ion Desrlp_tions for Personnel

It is -xtremely important that everyone in the or inization unchr-
stand their function and relationship in, the education process.
This is necessary for several reasons:

It can serve as a basis for developing standards for staff
employment and advancement.

It gives productive and meaningful direct on to one's
activities.

c= It develops high morale and confidence in knowing that one
is on the,right track.

it minimizes the interpersonal conflicts which occur when
one staff member invades another's turf..

e. It serves as a guide in the development of personalized
evaluation cri-e.ia for programs and persons.

gives organized direction to the orientation of new or
reasigned staff member:a.,

All too frequently pesition descriptions serve only- wo very
shallow,purposes: (1) they serve to guide ,the selection of
replacement personnel; and (2) top management requires sub-
.ordinate levels of,workers to prepare and maintain copies in
their files as evidence that "they know their jobs." Position
descriptions must become more than an "academic exercise" if
they are to contribute to the improvement of personnel programs.
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'lnale and Procedures tor Making Position Descri tions

In order for an organization to function effective4 and
efficiently, it must clearly specify the relationships of the
component parts to one another and to the organizational
objectives. Initially, three key relationships must be -tab-
lished and analyzed:

_lySTIon.2112ili_tyWhat are the obligations of au individual
in performing the functions assigned?

b. AuthorityWho has the right to decide what should be
done and the right to do it, or to require someone else
to do'it?

c. Acountabilit -To whom is one to answer for one's per-
formance?

The first-relationship, Jist of Ign=t of ra!paatbility,
should be established and based on an analysis of the
functions which must be performed to accomplish the objectives
of that component of the organization. In delineatirg this
relationship, functions-assigned to a given individwi. should
be grouped on the basis of homogeneity. Such assignments
take advantage of the specializedbackgrounds of personnel.
In addition, efforts should be-made to avoid assigning the
same funetion(s) to two or more persons (unless the scope of
-program justifies it) and to avoid ieaving gaps in responsi-
bility for assignments.

The second relationship, that of establishin authorkti/
pat erns, is commensurate with the delineation, of the first..
The assignment of authority should be based upon or accompany
the scope of responsibilities delegated to a given individual.

Finally, the delineation of the requirements of iccountability
should be based upon the idea of single accountability. Each
person should be accountable to only one stiperior. If the
needs of the organizatiOn prevent single accountability,
attempts should be made -to Insure the demands of the several
superiors be coordinated so as not to contradict each'other.

In order to clearly specify these three relationships, it is
desirable that the duties and responsibilities to he per-
formed within the organization be identified and divided
into units that.individuals are Capable-Of performing effec-
tively. This division of the work into separaEe jobs serves
to define the organizational activities .that'each person is
to perfprm. It also links theseactivities with those of
other persons. Job or,position titles'should be kept
general and brief to avoid confusion and add flexibility-.

9 9
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when ne.-led. The dini(- t eh loh should be,determined t
the needs of the ot-ganiza.tion. ff each Job is net. dolineat
through a process of prior planning and organization, it

becomes an accumulation or tasks that just "occur" as the
need arises. This may or may not serve to be an effective
and efficient unit for contributing to the achievement of
organizational goals. For-example, sometimes the .Cluties
associated with N Joh may be those which have been gathered
together by the incumbent or those which have been assigned
to keep the job holder busy.

To assure that the planned relations ips among the component
parts to the organization are nuinttstcd in the behavior of
the persons holding positions within the organization, it is
nocessary that the dUties and responsibilities of each
he set forth in written.form. Such a written statement
at least partially precludes the .possibilitv that a given
task will be performed as intended and in a way that is
consistent with the needs of the organ izati-u.

The written form usually inch odes two major parts: ,

a. Position Descrip--A written statement covering the
and responsibIlities assigned to a given -position.

Position Sioecifirc!at=ions--A statement of the pers nal,
qualifications that an individual must possess to carry
out the'dutidS and responsibilities specified in the
position description. These qualifications should be
stated in:the form of competencies. Position descriptions
thus become competency based and-can be useful in assess-
ment-and upgrading of nersonnel .

Position Annlysis

The development.of pOsition descriptions and specifications
requires that some type of analysis be conducted. A position
analysis entails gathering, recording, and scrutinizing
information relatine to the operations and responsibilities
of each position within.the vocational-organization The
first stop is to prepare a list of all-positions in the
organization and their,lecations. Secondly, information
should- be gathered abdut each positiion. Tho inEormation
gathered should include such things as:

titles

number of empleyees ineacf position their organi-
zationaLlocation

name title o Immediate supervisor(s)

100



work or instructions received from and to whom delivered

materials and equipment used or worked with

salary lavel

complete listing of major duties, divided according to
those performed daily, weekly, monthly, and estiMated
time spent on each

ed -ation and _,-xperience requirements

skills, aptitudes, and abilities required (competencies

miscellaneous information and comments

The process of gathering this informaiton may be accomplish-d
through the use of one or more of several techniques.. It
may be,aceomplished by interviewing incumbent personnel and/or
their supervisors; by'having either of these two groups
complete questionnaires; by having incumbents keep a daily
record of duties performed; or by checking prevtous records
of tasks:and accomplishments attributed to-each position.
Whatever technique, or combination of:techniques used, every
atteMpt must be made to assure the accuraxy and completeness
_f the data gathered.

Once the information has been gathered, it must be analyzed
in terms of its rela ionship to and implications for the
planned prograM development. This analysis should address
such questions as:

What types of tasks must be accomplished to meet the
objectives of the organization?

w many of these tasks are presently hoing accomplished
within the present organization or positions?

If they are being accomplished, is this division of tasks
the most efficient and' effective method for meeting the
objectives?

Is the:present allocation of responsibilities and tasks
reasonable? In other words, how much work can any given
_employee reasonably be expected to accomplish? Are there
inequities in this distribution tasks which might be
undermining the effective and, ficient accomplishment
=of tasks.

Can the present distribution of tasks be preserved and
still be effective in meeting projected organizational.
needs?

10 1
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f. What aro the projected manpower needs of the organization
given its objectives? In particular, what specific
position allocations may need to be changed, either in
terms'of numbers of persons or in, redistribution of tasks.

After the snalysis of this information in terms of its rela-
tionship to these and other relevant questions is completed,
position descriptions maV be written to specify the redis-
tribution of tasks which results.

Writing the Position_Descr: ion

There is no standard format for writing position descriptions
relative to content organization. !What is included and what
is excluded varies with the purposes to which the descriptions
are to be put. However, there are several sections which
are generally specified. They include:

position Identification pectionessentially made up'af
the position title and/or its organizational location.

Position Summary ectionwhich generally provides a short
definition of theposition to orient the reader toward
understanding ihe detailed information which follows.

c. /Po,ition Duties_SectionT-specifying in detail the major
duties and responsibilities ascribed to the position.
it should describe what,the incumbent does, how he/she
does it, and.why.- That description shoulrlinclude the
materials and equipment used, the procedures followed,
the degree of supervision given and received, and rela-
tionship to other positions.

Position S ecifications Sectionproviding the skill
requirements of the_position, including the educational
experience, and knowledge. requirements..,. In addition, it
may include the personal traits that are deemed appro-
priate.

In deciding what to include iithin these broad categories,
there are several things which should be taken into acedunt.
Care must be taken not to overestimate the competency require-.
,ments of a given position. Rather,- the requirements should
be defined in terms of the minimum acceptable standards'
judged necessary for the sticcessful performance of the Casks
involved.. Those functions which are performed only occa-
siOnally should not be allowed to distort .the overall repre-
sentation in the position.- ,Further,, it Is extremely important
that the inter-relationships among Positions bechecked.
filis promotes the integration Of, the work,of the various
positions. In addition, it is important that the destriptions
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specified Lire not too,rigid, either from the viewpoint of
the incumbe _ or the supervisort' A certain amount, of
flexibility must be'allowed'in order to -accommodate the
accomplishment of taSks which are unforeseen and unplanned.

Pre-eitent Asssessment =

Business and industry have been using the assessment center
concept for years. Exercises such as in-basket and other
Mb simulation techniques have.proved to be not only success-
ful but efficient as well.

Pre-employment assessment in education consists of having one
person who is an expert in the field or poSition in case
assess or evaluate the competencies or abilities of another
candidate individual in that same field or position. This
activity may involve candidates who are now outside the
institution,bur who aspire to become employed or it may con-
cern persons who,are already employed in the institution and
who .are interested in changing to another (different)
position.

This type of pre-employment screening is especially useful in
vocational-technical areas where a ready supply of professicnalbi
preparedteachersis not available and it is .necessary,to,rely-
on experienced persons from business and industry as
instructors.

The following steps may be helpful
employment aSsessment program:

initiating a pre-/

Establiogrls the

Decide what should be accomplished by the assessment pro-
gram then plan to facilitate these goals. The planning
of assessment programs ip relatively simple but the
fittingof sudb a program into an organization's current
personnel development prograM can be,a sensitive process
that requires much serious thought and difficult decisions.

A good'firSt'step in planning is to review current
literature for ideas and guidance. Several good
resources are:

Grant, K. W. and Slivinski, L. W. The Assessment Center
Approach; A Literature Review and. Implications for the
Federal Government. Mimeo.. Report,

. Personnel Assessment
.iand Resea.rch Division, Public Service CommiSsion of
'Canada,. March 1970.6
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(rout ; A. 1. A Hard Look at Management Assessment
Centers and The iT Future, Rersonnol Journal, M iy 1972,
317-326. 0

Mackinnon, D. W. Tho ldentificatjon and DO'telopment of
Creative Personnel, PersennoLAdMinistratien, 1968,
31, 9-17.

McConnell, J. H. The Assessment Conter tn the Smr I ler
Company. Personnel. 1969, March/April.

McConnell, J. H. -and Parker, An Assssment Center
Program for Molt iOranlzatinn Use:. Tralning=and
DevelaRment_ Journal, March 1972.

Tmpl ment the Program

it is best to begin in a small-way h-an isolated
instructional area. As an example, asntjme yen itt7o
attempting to find a-mechanical engineering technology
instructor. The following-steps can be followed: ,

a. Organize an assessment,task force made up of an
incumbent' mechanical engineering technology ins ructor,

,an engineering technologist- from industry (or,a
foreman) and the staff oor-son in chdrge of personnel
developmont/seletion.

Determine from all available sources the competencies
needed by the new' instructor.

c. Tdentify,projective techniques which can be used to
--ss the candidate's competencies with regard to

the position requirements. If no tests arereadily
available the task farce should be able to develop
combination interview/simulation oxercise in: the
laboratory.

Assessment:centers can be operated in the inst4utionis
own facilities and mAy be expanded to include the assess-
fiCent of all'types of personnel.

The indoctrination and training of persons who serve as
assessors iS extremely essential. The process-need not
be 6 leng one but should include:- (a) discussion of the
dimensions and competencies to be identified, (b)

--familiarization with the techniques to be used, and(c)
practice in observing, recording behavior, and yeportfng
pertoptions.
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It should he emphasized that the assessment center pro-
cess may he expanded for use in diagnosing technical
and profegsionat doliciencies among employed pLI ½OflUL I.

A sound personnel development program begins with tile:
procers by which the individual employee I.:1 .eiected
for employment.

Per mance Asses sment

The basiS for in7service upgraxiing activities with presently
employed persons in education institutions should be a

realistic'and comprehensive staff 6iTNessment. This activity
.is a vital Omension of the performance assessment dimension.

The assessment of ;- -!-Ionnel requires the assesser(s) to
,differentiate and v. human behavior. This is exceedingly
diffi:cult. But. assessment is mostimportant because of its
potentially positive effects on the quality of educstipu and
because the members oE any profession must be.res-ponsible
fer assessing thgir performance-and for developing-and
attaining higher standards of competence.'

The following are some activities which,should,be considered
in irri,zing the performance assessment program.

Standardized inventories of personality, morale, and_

general performance attitudes are helpful devices for,
gaining a preliminary apd supplemental insight into the
individual:and group to be evaluated.

Assessment procedures should neyer become stereotyped
,or limited to a-singld,device; =Persons to be asses-sed
should have input into the way thev wnuld like to 'be
assessed. A number ot .useful methods may be,used:

classroom and laboratory observatio

videotape recording of, instructional or other.
activities by the p,erson conducting the Zetivi,ty

c. group or individualsessiOns with persougl

d. assessments by students, parentss employers and/or
peers

use op personali;e
-'nb targets. beha

iteria based on perceived: needs
al objective etc)
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Staff assessment should be designed to reinforce those

factors which indlviduz.is are doing well and to/improve
those activities which are substandard.

Following are seven basic principles of personnel assessmen

Pirst, there is no single pattern of behavior that should be
adopted by all personnel. Each persen must be assessed on
the basis of his own unique, overall influence; he must
also-discover his own rules and criteria for measuring the.
effectiveness of his efforts,

Second, fear of professional or administra Ave reprisal
through salary adjustment or dismissal must be minimized.
Assessment as a basis for developing professional growth
programs should be emphasized.

Third, a person must want to change before change can occur.
In order that one's desire for change is self-directed,
must be in a, position to share in the assessment activities.
Even though administrative support is essential, the
organization and conduct of assessment is basically a
:responsibility of the total profession.

fourth,, members of the adminikrative team must help pro-
feSsional staff members develop sound techniques of self-
analysis and assist in the correct interpretation of judgments
relating to accomplishments.

fifth, professional assessment has too,long been relegated
to the category of something unpleasant which causes more
(rouble than good and which should, therefore, be avoided.
To overcame this negative Situation.aIl professional staff
must be shown the Value on'Aa personal basis.

Sixth, the findings of -esedYch-ai'though.pEen inconclus
. .

should De utilizeo in.planning ,and operating the progra

assessment.

Seventh
'

assessment must be based on a_cooperatively deter-
:

mined concept of performance effectiveness.

The importance of planned assessment in a program of personn
development As firmly es':akished. Asieffsment As the
beginning point in thd improvement of prograMs and services.
Before desirable changes,can he p'r mmed a careful analysis,
must be made of the existing situatián.

The criteria against which Vile person or program are measured
mav originate from one of two primary sources.. First, and

A

10,6



82

most frequently used is.the uniform rating instrument which,
is staredardixed either by the collective groups being
assessed or by some outside agent. The second method is one
where,the democratic process'is employed and, the-instrument
is developed cooperativelyona one-to-one basis by the
apprAisee and appraisor. In this:process personnel and ,r-up
goals, aims, and objectives are(considered in formulating
the criteria: A_ third'possible approach may involve the
generation and use_of a combination of- the previously mentioned
criteria. a

6

The climate in which assessment takes plaoe is exceedingly
important. AssessMent conducted in an,ecology of threat,:
stress, low morale, artificial motivation, distrust, sus-
picion, pr tension are doomed to failure from the start.

it is_ basically the responsibility of the institution to set
the stage which insures proper outcomes. The following are
suggested conditions Co prepare an-assessment program: .

Professionals grow when they possess a feeling of achieve-
,

Ment havetherespect of others, and feel self-esteem.

-Professionals grow when they set up clear and wor-hwhile
purposes within their reach.

c. Professionals grow when they have a varied, free, and
Open avenue of communication with o hers.

d. Professionals grow when they have a feeling e_ belonging
to the group.

e. Profesgionals grow when they have the flexibility to
experiment wiell their own hypotheses and plans.

Professionals grow when work activities are centered
around relevant educational.problems.

Professionals grow as they participate in experiences
leading to an understanding of the total program of
edueation.

h. Professionals grow when they have responsibilities they
are capable of fulfilling.

i. Professionals grow when personal matters are satis-
factorily adjusted.

Professionals grow when they.are working in jpbs they
are trained -to handle andlor which they are emotionally
and physically adapted.
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Professionals grow as they are able to develop gradually
and when they do not have to take on duties and reTsponal=

bilities they are not ready ta assume.

1. Professionals grow when they iI economic security and

have sufficient money to live the "good life" and to buy

the small things necessary to mental ease.

m. The clarity of the professionals' purposes increases as
they see definite results.of their efforts. As they

try many types ef things and see results, Chey come,to

have an increasing clarity of purpose that will act as
a guiAe for, future action.

in order for the assessment process to be effective it must

be continuous. This element of continuity may be achieveA
by building into the process the following three elements.

a. cooperative appraisal which includes:

clear definition of the appraisee's job and goals
of the program for which he is respensible

--determination of job objectives or goale which are
relevant to_ the individual's professional performance

--in-depth evaluation of acliievenicnts insofar as job

objectives are concerned

pyçfldnamic ppisal whiCh includes a aeries of group

and individual conferences held by the evaluator for

the purpose of "getting to know" the evaluated. -He

observes the subject in group and individual'setting.

formal structuredappraisal which consistsof an appraisal

of the individual's overall performance and achievement

'.as.measured by a formal and structured rating instrument.

LEADERSHIP DEVELOPMEHT SUB78YSTqM

Perhaps the most'complex goal which must be addressed.by the per-

sonnel development system is in the.dimension which deals with help-

ing staff members achieve their full leadership potential.

.Unfortunately for the taqk or cultivating leaders, there is no

science of leadership. Leadership is not Ole functionofa given
status or aOthority as much as it is the qtn,litV or the relationship--

the interactionbetween leader and led. Leadership may be'and is'

isod at any level of an organization for, while the license to
'manage other people is given by higher authorities, the title of
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leader is a gift of the followers% The firs_t obj_ec.tivo ef competency
based teadershi) development. then, is to identify the character-

,

tics,-skills, and_talents_of_effoctivh leaders.. If thore are any
common to all -leaders, they are likely to be whatever traits

performance of the tasks of personal discovery, group
adjustment, and consolidation of skills in the group-task situation.
It must be noted too, that an act of leadership is never general but
always specific.

traits
help in the

Cribben (1972 ) describes.leaderShip s "a process of influence on
a group in a particular situation, at a given point in time', and in a

specific set of circumstances that stimulates people to Strive will
ingly to attain organizational Objectives, giving them the experience
of helping attain the common objectives and satisfaction with the

,type of leadership provided." This definition may be used as a basis
for a systematic and empirical analysis of leadership in post-
secondary education.- By examining each of the.key concepts it may
,bossible to identify and generalize the group, .the situations and'

cumstances, and -the common organizational.objectiVes of such
agencies and focus empirically en effective influence processes.

-N second ob_ective of the cum etency bpsed leaderElk_jiyeAopm.011_
'2_Eclgram As to _construct r_e7sorvi in-service the
develo-ment of leadershi- skills and techni ues. Leaders in education'
need more than a curriculum of effective techniques and a Dale
'Carnegie course. It would be a mistake. to ,conclude that the mhjor
objective of a leadership education program -is to provide techniques
to develop and improve the skills of persuasion and guidance. Leader-
shlp education must not -ignore the ideas and vaiues held by loaders
because there is a direct realtionship between the thoughts, belie4S,
and values of influential meMbers of a group and the quality of the
membership and production of the group. 'The purpose of any educa-
tional Program is to change behavior patterns, but It is More
important for a peogram to concentrate pn the overall patterns of
thought and'action, values and ,beliofs,:' and-approaches to societal
and organizational problems than it is to attempt to change how a
leader performs specific tasks. Techniques are essential, but the
program aust not neglect the development of a leadership philosophy
which encompasses organizational and social realities and eMphasizes
learning, understanding, and environmental control in the 'interest
or creative human and organizatiohal dpvelopment.

To meet the first oh,l,ective of identifying the- iharacteristics,
skills, and talents of effective leaders it is desirable toconsCruct
it conceptual scheme or paradigm. (A conceptual scheme is a method
of classifying variables, relationships, and categories to identify
areas where empirical analysis aro possible.)

The squares AI the paradigm (Figu -.II)
variabl es. They can be considered as rollows:
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INDIVIDUAL
BARACTERISTICH

GROUP

CHARACTERISTICS
OTHER

CHARACTERISTICS

THE-

LEADER
LEADER

BEWAVIOR

FOLLOWER
BEHAVIOR

ALUATIONS
OF

LEADER DESCRIPTIONS
OF

LEADER BEHAVIOR

LEGEND:

[NDIVIDUAL
CENTERED

GROUP
CENTERED

Figure II

A ParadIgm for ave identification
of Leadorship Charagteristics
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The le der may he any of the following:

a.

b.

C.

individual in a given office (appointed)
influential or emergent individual
individual-chosen or elected

The initial decision in.the empirical task of identifying leader-
ship characteristics is to decide which individuals are con-
sidered leaders and why.
rationale for choesing them must be
suggested that while it may be most
population:of possible leaders from
elected or appointed individuals, a
emergent individuals should also be

The leaders Lo be studied and the
clearly .specified. Tt is
convenient to select a
categories 'a' and
sample of influential and
selected'for study.

Leader behavior may be analyzed or considered along several
dimensions. The following four dimensions may be cOniidered
for use as

consideratiln (of other individuals)
initiating structure (defining relations within a group)

e. production .emphasis
sensitivity (awareness of what's going on
e.g. conflicts)

in-the group,

An alternative .approach would be to 'isolate certain actions. Per-
formed by the designated leaders and decide, preferably with a
quantitative criteria:, which actions are effectiVe leadership
acts. An effective leadership act- may be defined as an act which
solVed the problem; an initiation of structure into interaction

. which contributed to group effectiveness.

After the sample ef leaders has been selected and it.is determined
what factors er aspects of ,their behavior wilribe analyzed., /

methods of description aad evaluatiom must be utilized. EValua-
tions.of the leader and descriptions of leader behavior int:1st be
included as major variables. Both are essential.

Descritions oF leader behavior to examine the oontent
llehavior--what _the leader does and how he does it.

It must.be decided who will make the ohservations and descriptions
and what method will be used. Descriptions should be straight
forward'and objective In the,paradigm (Figure II). the variables
of leader behavior and descriptions are considered to interact
because the descriptions could be used as an operational definition
of leader behavior or could be used as an ideal, to influence or

courage effectIve leader behavior.

.1 1
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valuations of tile leader may be either rou.-centered or
individual-centered.

Group-centered evaluations are measureS of the success of the
entire group and might include measures of goal achievement;
group morale and integration;. and group efficiency and survival.
Individual-centered evaluation focus upoa.the personal success
of the leader. Such evuations might inch-1de neMber of votes
of socio-metric choices for the leader; merit ratings,
expressions Of personal job satisfaction; or number of changes
or initiation of structure-into-interaction aCts. Evaluations
of the individual leader may be made by, his subordinates and/or
superiors.

Although description and eValuation may often be carried out
simultaneously, they are theoretically and procedurally two
separate operations. Ideally, description shbuld precede
evaluation,

5. Follower behavior _is a va 'able which can be observed.

Follower behavior can be .considered as,leadership climate, accept-
ance of the leader, -identification with the leader, and folloWer
satisfaction. Although follower behavior is not included as a
major variable in the paradigm (FigUre II),jt is impossible to
study leader behavior withaut considering fdllower behavior. An
effective leader meets his objectives in a material sense, but
accoMplishes nothing without followers.

The circles at the top of the paradigm (Figure I are character-
istics which affect the leader and are, 'there fore, theoretically
important but are not. Major variables. They are _oo unique to
the individual, the.group,, and time to be .of empirical value...

The individual charac ristics 'of the leader are irnortant.

They include his personality. (e.g Is he authorit- ian? Demo-
cratic? Sensitive? Self-eonfident:1 Intelligent? Does he have
good personal adjustment?); biographical data; personal
statidtics; status and position in the group; and attitudes,
values, and identifications (e,g., politics). While a.leader
is' obviously influenced by his Oersonal characteristics, he is

.

also influenced by the characteristics of the group to which he
belongs (even on a temporary basis).

7. Grou charac te sti_cs affect the leader.

Group characteristics include the history and tradition of the
group, its organization and structure, and the group activities,
tasks, and goals. For theoretical purposes it must be noted.

1 2
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whether or not membership in-the group is voluntary. Staff posi-
tions in post-secondary agencies generally would not be considered
as veluntary, because it is necessary to be a member of the
organization to make a living. In a non-voluntary group, the
leader gains more or loses more from the performance of his
followers than the leader of a voluntary group such as a church
club. It is the follower behavior which distinguishes between
headship and leadership and between,management and manipulation.

Other characteristics which affect and inte act with the ou

and the individual are those of their environment7-the world
around them.

Such characteristics would include geographical .location, social-
and physical environment, and _political situation.

All the,categories and relationships are important in a camplete
theory of leadership but only a few variables and relationships
should be considered in.a systematic empirical analysis. The terms
leader and leader behavior must be operationally defined before
analysisbegins. The personnel developer must,specifically answer
the questions: "Which individuals are the leaders?" and "How shall
we determine what behavior can be considered .as leader behavior?"

Once the operational definitions,are speCified the emPirical
operations must be selected. It, must be decided what descriPtions
will be used, who will be describing, and- what-method will be used.
Obviously, a systematic and rigorouS method must be employed.

. The
same decisions must be made for,the evaluation procedures. The
results of the evaluation and description can be used as feedback
techniques for educating leaders. With quantitative, factual answers
to the questions of "Who are the leaders?" and "What do they do?
it will.be theoretically possible to construct a curriculum to
develop leadership skills.

. Another critical but more intangible relationship is that between
leader behavior and follower behavior. It is this relatiensf45
which can be considered the process.of influence referred to in the
earlier'defin4tion of leadership. It may be diffieult to empirically
analyze a, factor such as group morale, but it is crucial- to develop
a concept or:understanding of the interaction between leader and led.
The quality and content of thisrelationship. is one gauge of the ,

effectiveness of leadership. It is necessary for a leader to develop
a social philosophy of values and ideas before he initiates this
process of influence. The acceptance of followers, the morale of-
the group, and the realization of common objectives and mutual
satisfaction are the goals of an effective leader. 'These are.
attained through the process of influence; the interaction between
leader behavior and follower behavior.

113



89

The_ other vatiables, individual, group and other characteristics-,

are certainly theoreticallyiMportant'but may- be Omitted:from --

.empirical analysis. A consideration of individual characteristics

of leaders:has been attempted many times as a. trait analysis of leader-

ship. For many reasons, the concept of leadership traits is inade-

qtlate for personnel development purposes= Individual characteristics.,

however,-are important for self-assessMent before an individual begins

a program of leadership education. Group characteristics andother
characteristics must be considered constant in post-secondary

institutions.

The second objective j8 tO develop pre-service and in-servite

Programs for leadership education. The following factors must he

considered in designing such curricula:

1. Organizational Realities. Reality may be divided.into three

parts; the realities of the physical world, the social world,

and the personal world. An.individual- either has a knowledge

of the physical world by the time he is an adult or he,must

acquire it on his own SocTal realities include. established

--power relations, status hierarchies, and the 'standards,

rules, and mores of society. It.is one duty of leadership

-to help the:,gron0 consider the.social realities as a part of

the problems te-be_aolved. These considerations, however,

are incidental to the:. ersenal realities of the gtoup.
Personal reality consists:fioinly. of the personal problems,

many of them'subconscious, which-Prevent_members from think'

ing and working effectively as a group-. Idadership_education

must be concerned with what goes on in.the group in terma_Tof__

role, power, prestige, and status; and.with dealing with the

fears, anxieties, and hostilities making up the personal
reality of each member.-of.. the,group.

2 Leadership/Patterns Pour.vatiables may be considered In
the development of the leader.of a certain group. These are

the personality of:the leader, the nature: of the group, the

situation; and organizational factors. Organizational
factors and the nature of the group Were conaidered in the

area,of otganizational realitieS.

Each lndividual'possesses unigue patterns of abilities,
skills, attitudee, habits, exPeriences, perceptions, .prefer-
-ences, seasitivities, values,-interests, etc.. Also, every
situation 'is unique and calls for a differenC type of leader-

ship behavior. However, humans tend to repeat successful ./

actions, and situations within 4n organization seem to recut.

as the same type-of aituatien:witli different variations.
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'Leadership education should-first identify certain.common leader-
Shi0 patterns; for example, demetratic/authoritarian, and
'laissez .faire leadership; JOrmal _versus non-formal leadership;
and charismatic leadership. Second, a leadership program should
help a leader gain insights intc his own-patterns of leadership.
He should not attempt to pigeon-hole his-personalitY but..rather
to analyze his common apProaches:to situations requiring his
leadership behavior. Third, the individual should be trained
and conditioned to accommodate his leadership actions to the
demands of the situation. He should not expect to manipulate
the situatien te fit his personality. To meet this objective
such techniques as simulation training and role-playing might
be utilized.

3. Human Understandin --Developin- Leadershi Techn -ue- Most
persons in education institutions are not paid:primarily to- lead
but .t-o accomplish organizational:goals. 'Leadership is one of
the instruments one may use. A leader must be able to- interact

--ShOcessfully with peoplesuperiors, subordinates, and peers.
A potential-leader must develop an understanding of.the people
with whom he/she interacts and'deVelop a variety of strategies
for coping with different situations.

t .

Different'Isub-areas of this global area of devolopin human
unaerstanding Might include:

a. understanding subordina
b. developing subordinates
c. delegation of responsibility
d. interactions with superiors
e. personal adjustments
f. development of self-concept as a leader
g. communication skills--a leader's chief resource

Of obvious importance as a technique of developing human under-
standing is a positive type of sensitivity training. There are
many sensitivity training packets which can be procured as teach-
ing techniques. There are also many excellent books available/
which can be adapted as textbooks. Two excellent references are
Effective Mana erial Leadershii, by James J. Cribbin (New York:
American Management Association, 1972) and Leadership_ and the
Power of Ideas, by Martin Tarcher (New York: Harper & Row, 1966).

It is curriculum where the pssen ial elements of leader-
ship techniques-4re important because it is through smoothly
functioning organtions that society produces and distributes goods
and services, maintdins order, improves health and welfare, and edu-
cates/its people. It is, however, a further responsibility of the
leaders of organizations lo create and foster environments where
persons can becuMe comminedto goals and activities which are mean-
ingful to individuals, the or6pization, and society. Leaders must
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be committed people. They.must develop a social philosophy, a frame-
work or scheme of values-upon which knowledge, techniques, and skills
can be tested; evaluated, and incorporated.

Committed leaders must the f_ e:

1; have a broad understanding Of their so iety and world that reflects
the social and technological realities of contemporary time,

/

2 concentrate much of their energies on one area or major organi-
zational interest and competence,

3. be able to solve problems, within their area of interest and,
competence, in a scientific manner, and

be aware that they are educators becaube the organizational
philosophy,'policy, and structure they influence will determine
the character of an environment which claims the time and
efforts of many people.

The program to be developed for pre-serv ce and in=service leader-
ship education must,:function as a laboratory for social experimenta-
tion.' The curriculum,must enable the learners, to develop 0 theoretical
'framework,within which leadership techniquesare related to the major-
prin.ciples of the social and natural sciences. Additionaily, it is
imperative that a system of values and asSumptions exists,that is in
tune with the realities of the time.

A program of leadership edUcation must emphasize a closer rela-
tionship between all personnel in schools, and teach leaders' to apply
the scientific method and valid educationaltheories to social and
organizational problems. The program must not be finite; that 1.S, the
theoretical framework must undergo continual adjustment, challen-e
and change.

ORGANIZATION DEVELOPMENT SUB-SYSTE

The whole concept of co petency-based personnel development is
rooted in a very democratic baae. The identification and utilization
of tasks and competencies in curricuium construction cannot be
accomplished without a great deal of cooperation and coordination_
among many individuals. It would naturally follow that competency-
based programs should function best in nn organization where the
structure is open and democratic. The di ussion which ensues will
outline such a structure.

The Traditional liureaucfatic.Orzanization

The typical educational agency has traditionally been a bureaucratic
organization with well-tlefined offices or, bureaus, somewhat well-
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defilied ybbs and responsibilities and- a more or lesS Strict adherence
to rules and regulations; Bureaucratic organizations typically, have
the fpllowing characteristics:

1. An organization-of:official functions bound by rules.

2,- The specification of a sphere of coMpetenee for each member
Including (a) an obligation to perform functions which have been
designated by a systematic division of labor, (b) providing the
incumbent the neeessary.authority. to carry out the functions, and
(c) defining the-means of compulsion that can be employed.

The offices are organized into a.11terarchy, i.e., each lower
-office is-under the control and supervision of a higher one,

The rules that mgulate the condUct of an officeMay be such
that they require specialized training of the indumbent.

5. Administrative acts decisions, d rules- arc formulated and

recorded in writing.

6. Incumbents are Only subject to authority with respect to their
impersonal offiCial

7. Incumbents are selected,based on technical qualifications and
are remunerated by fixed salaries-.

A bureaucratic organization assumes a high degree of certainty or
stability both within and outside the organization. That is, in most
interactions that the education41 agency has with other organizations
or individuals, it is assumed that all events are predictable or
certain. However, most organizations_do not have the pleasure of
enjoying certainty in their environments. In the case Of.the educar
tional-agency, students, federal agencies, contractors, suppliers,
teachers, and administrators make it impossible to assume that any
event will occur with.certainty. As the environmeat becomes more
variable and complax,many organizations continue to act as bureau-

-,

cracies even when it is no longer apprbpriate. For example, many
educational institutions have been criticized for t ying to treat
stddents and teachers as though they were identical to each other.
This occurs when rigid adherence tO rules is the en orced norm of
any organization. J3), stictly adhering to rule, many educational
institutions have forgotten that the primdry goal of the organizati n
is to educate its clientele.

The increases Hip knowledge that have occurred in the past fq0.7, .

.yeor.,liave.been overwhelming to many education agencies. Managemenl
information systems ore now franticallY being as.sembled to assist
administrators in the, integration of vast am-tints of information.
This need for manageMent .informotfotv,has introducNi much risk and-
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uncertainty into the- organization.-That is,- there no longer, is one
source of information-that will cliher'sagport or,'refute a part cular
point of view; data is available from so many sources and is of such
coMplexity-,thae_decisions are net easily,verified.

Another factotthat is causing thchureaucratie organization to
become outmoded is the fact ehat new managerial-etrategies are
necessar'y to cope With rapidly changing environmental conditions,
prOliferation of influences, and diversity of poWer groups. Pre-

rlaes-and regulations could be adopted for most situations,
and hence Madagement Was:basieelly a controlling function, but today
policY and procedures manuals are Often outdated before they can:be
reproduced. Today, never:management techniques, such as management
by objectives, PPW, and geal setting are neccasary to deal with

- the uncertainties that exist in the educational agency.

. Along with traditional management technilues, the concept of
centraiiiation Cf authoriey in the top level management is being
replaced bY more decentralized approaches. The Mass of information
that is often needed for decision-makingtoday issso vest that
transmitting this information from the bOttom of the hierarchy to
top..management may be a'very expensive and,:time,consuming precess.
Consequently, administrators are seeking ways o create an,organi-
zational climate inwhich co plex decisiona caff be made by the
people with the information regardless Of theirlocation in the
organization. Aimore dynamic organization differs.from a more
bureaucratic one in that: .

1. Unrestricted exChange of ideas, cIticisms, and advice improves
communication.

,Organization members are bound by a norm of service and a code
of ethics to represent the-welfare, and interest of their client
(students), rather than primarily promoting the interests Of the

0
organization., That is, a-bureaUcrat's decisions are.expected
to be governed by compliance with directiVes from superiore,-
whereas the nonbureaucrats (professional) are governed by
:internalized,, professional standards.

/ :
Coordination of effort is accomplished by holding members aecount7
able for attaining goals and objectIves, rather than relying upon
a hierarchy of authority.

2Lganizational Develo ment

One method of moving from a bureaucracy into n more dynamic,'
flexible body is vaTaiLliaa_kytlaRED2L. This is a planned,
organization-wide effort that.is managed from the top àn seeks to
increase organizational effectiveness,and health through planned 4

interventions in the organizat,ion's processes through the use of

1 1 S
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behavioral scienve knowledge. 11,a_ar_aakEtiaa_aRTLII_Etag_L-Til
_is a planned change effort: in that it involves a systematic diagnosis
-of the erganization_and the development.of a strategic plan for
improvement in the mobilieation of resources to carry out this
effort. An- 2!!!ni-Jal_1222-D31_21:2ZI112 is related to the total
orgenization ihthat an entire.system rather than the subsystems
of the organization is changed. Such a,program is managed frEml the
top with:administrators being committed to the Program and actively
supporting,themethods nsed to achieve the goalsEffarts like this
_Increase organizational effectiveness in ,th,st ehei accomplish-the
Jollowing:

Members of the Organization manage-their work against goals and
plans for:achievement rather than rules and regulations.

Teciaions'are. made by and cioSe to the sources of information,
regardless of where these sources are located on the organi-
zational chart.

,Communication laterally and vertically Is relatively free from
distortion

/

'There is a high,in erchange of Ideas and pessible,Solutions,
with relatively little energy spent in clashing over interpersonal
difficultie6

Organizational develoment achieves its goals through planned
interventions by using such processes as individual motivation, power,
communications, perception, cultural norms, problem solving, goal
setting, interpersonal relationships, intergroup relationshipa, and-
confIlet management. Organization development capitalites upon,many
pretesses inerder to:realize positive changes in organizational
./ .

'A:interactions. For example, individual motivation is enhanced by'
//giving individuala more control'over their work (autonomY) through
'goal getting and management by objectives. .The process of setting
goals also enhances coMmunication betWeen subordinates-and their
superiors and 'often includes group OT team goals wnich'foster coopera-
tion. -Opal -setting is often.followed 8y delegation of authority'
since the subordinate now knows how he is expected to parform (goals),
rather than trying to siMply please his superior. Once-thesuperior
perceives that subordinaes canassume, and do desire mere reSponsi,
bility in their jobs, he candelegate mere authority to them.- This
process perpetuates itself and,leads to increased effectiveness.
Subordinates take, more terest and leado tc5 increased effectiveness.-
Subordinates take more nterest in theirwork,- are committed to the ,

.gonls of the organize on, communicate more with their .superiors, and
eventually their supriors delogat,e more autharity.

As suhordinat _ b-tome more responsible for their jobs and :gee
their duties more inqerms of the organization's goals, the need'for
a hierarchy becOmes less Impo tent. Relatively few levels are
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needed in an organization in which each member assumed the responsi-
.

'bility.for his job, and many supervisory positione cease ta be:
1"controlling" oriented and become goaloriented. The reduction of

the number of,levels in an orgauization decreases/the filtering.of
information, promotes efficiency by reducing the.number of super-
visory personnel, and enriches theichs of subordinates. Organi-
zation development effort:- usually adopt the following operational
goals:

To develop a viable system that can be organized in a variety
of ways depending on _tasks. 'This meanssystematic efforts to
produce flexibility in the way the organization operates, ag,
that it can organize its members,,depending upon the oafilre of
the task.

2. To optimize the effectiveness of both the etable (tbe basic
administrative:organization). and the,temporary systems .(the
many task forces, pxpjects, committees, etc. through whith mich
of the organization's work is acCoMplished) by built-in, con-
tinuous improvement mechanisms.

,

3. To move toward bighLD1Ilaberati6n.ahd low com eition betWeen
interdeyendent',units One of the major obstacles to effectivie
organization.is the amount of disfunetiOnal energy spent' in
inappropriate cempetition--energy that:is not available for tha
accomplishment of:tasks.

4. To reach the .point where decisions are made on the basis o
1nformatjon 6Ourees rather than o anizational role. This means ,
that there is a need to move toward a norm of authority,af
knowledge, as welt as the authority of role.-- It does net mean
that decisions 'Should be moved down in the organization; it
means'that top management should determine which is -the best
source of information tb work yith a particular problem.

An underlying-assumption of organization development is that
groupS:and'teams rather than individuals are the basic units of
organization to be changed as one moves toward erianitation health .

,-and effectiveness,.. Individual learning and personal cbbnlie do,accur
in organization development but as a spin-off (not a ftiMary gdW1).
An organization is a/group effort. It is made up of individual work
groups structured arpund specialized functions. Such groups rather
than single individuals are the basic components through which an
organization gets,its mission delineated and accompli'shed.

Organization development efforts' are indlc, -d yhen any of the
fo lowing organizational onditinns occur.

1. 'The n lorto change a managerial strategy..
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The need t improve i P to r- r ip co 1 1:11)0 rat ton.

The nood to open up flIrnlIn Lent i i systems.

5. The need fox improved planning.

6. The need f-- I change in mu C iva _ion of the wor

7. The need for adaptation to m new environ o t.

Thu L -1 to implement A competency-based personnel deve opment
,ram.

anization

The matrix-plan is one alteroirive organizational pattern for
oroating an oPen and democrat-to climate in which competency-based
f)erscinnel development programs can succeed. This format provides for
ba.sic adminiStrative "Skeleton," while incorporating a potential for
J;reat,; flexibility in assignments. Special project groups, task forces,
and/Or committees can be- formed and dissolved without disrupting
day-td-day operations. When problems are only Vaguely understood,
when solution strategies do nat yet exist,-and when resources have
not yet been developed, groups of indiyiduals with varying background's
organized into project groups or task forces foster the development
of quality-programs, Manpower redundancy is minimized by "borrowing"
penplo for temporary _ or intermittent assignmenti.

Project teams can be used for almost any temporary task that is'
Lig enough or complex enough to require the establishment of a
standard organization. By designating someone as a task force
coordinatox, the agency can create two main branches.in the organi-
zation. One will be the operations bransh involving the typical
instructional and/or administrative personnel. The'other, the task
force branch, will be a parallel branch in the organization. It will
"borrow" personnel intermittently or temporarily from the operations
branch for special assignMent on task Torces. Figure rii depicts
this kind of organization.

As ran be seen in Figure III, the c ordina or ot task forces will
accept assignments from the chief adminis rator. The coordinator's/
main task is to develop task force groups, whose mem1.2ors-'are selected
because of their expertise which relate& to the particular problem of
concern. The coordinator must have-the authoriry_and sti_us within
*,:he organization that allows,him -to approach middle management per-
sonnel.with requests for assignments of various individuals to task
forces: Task forces should be made up of members from withinas well
as outside the agency or institution.
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'Pju co_ linator must have a broad knowledge of the human resources
available to the organization, and must understand the comprehensive
spectrum of vocational education. This individual must also possess

sound and accurate judgment so that personnel can be most efficiently
and effectively :combined into task forces or project. teams Task

-force membership should vary widely in personal and professional
characteristics of the members, as well as the number Of members in

each group. One of the important functions of the coordinatoris.to
insure that certain staff members are not overloaded while others are

under-utilized.

Organizations which make the most effective use of new and
improved technical and organizational procedures display the follow-
ing characteristics:

1. The organization's personnel do not fear change.

2,- They have as a pervasive value the desire to be excellent and
to adopt new and better procedures.

They are receptive, consequently, to new ideas and practices
and are able to use them well. They can be innovative with .

new ideas of their own.

The organization is flexible and.adaptable. ,There is an organi-
-tional climateof expectancy that changing structure and

methods will permit an even better performance.

5 Employees, supervisory and-non-supervisory, participate (to the
extent they expect,and have the skills to do so ) in decisions

affecting them and their work.

6. There in high motivation to implement the decisions that are
readied.

7 in short, the organization and its staff generailyrather than
just some of its leaders--see change as a constructive force for
progress, rather than a threat to be resisted.

The most effective way to organize an educational agency so that
it applies new research findings like competency-based personnel
development programs is through a matrix organization. In sdch an
organization, the individual.in charge of all short-term projects has
to accomplish his goals by working collaboratively Across institutional
and functional lines of supervisiom In such a System, organizational
'influence is secured, not through a grab for.power, but rather by
constructive problem solving in cohesive groups. The staff,,in a

matrix organization is quite interested and willing to commit effort
...to innovative practices.
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Reearcii findings show that the results achieved by an organi-
zation depend both on the quality of the decisions and ,the extent to
which those decisions are adcepted. The matrix organization achieves
better results than other systems for two reasons: First, its
problem solving is hotter than the win-lose confrontation of other
management systems, and second, the decisions reached are executed
with greater understanding and greater motivation by the personnel
involved.

An organization is a group effort. :It is made up of individual
work groups structured around specialized functions. Such groups
rather than:single-individuals, are the basie.components through which
an organization gets its mission delineated and accomplished. By his
own,behavior, the work group leader (i.e., the manager, administrator,
or agency head) becomes a major "linking pin,". or a major obstacle,
in helping fit his work group's performance into the total task of
the whole organization. By his own leadership, he sets-the example
of how subordinates deal with him as a supervisor,'and they with each
other as individuals or as members of a peer group.

One factor,which must be kept in mind is that a change in structure
does not necessarily cause a change in the processes that occur
within the organization. Changing _the structure of the organization
is the first step in a long-terM organization .development strategy.
Changirm_tht,21Egaflizational structure is a necessar-_ bu_t not a
sufficient condition t- brin aboulaaantzationaLeUectiveness.
Only, by increasing the capabilities of the individuals within the
organization, and fostering flexibility with the organization, can
any educational institution become a dynamic organization in the
future.

COST ANALYSIS SUB-SYSTEM

One of the principle Criterion of any accountability activity is
"cost effectiveness." Personnel development programs should be no
exception-.

There is a great need to design and perfect a practical cost- .

effectiveness analysis methodology which ean be applied to pre and
in-service personnel development'.

Cost effectiveness analysis plays three roles in personnel
development:

1. As a planning dev ce it can assist in the selection of an inno-
vative approach from several alternatives.

2. As=an a_s-_sessment device it can serve as an indicator of
whether or not expenditures in a given area were justified.
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As a monitoririg device it can be used to decide ir a given
practice/program should h continued On the basis of return for
expenditure.

The cost analysis sub-system mAy be defined as "a structured series
of activities and techniques Idta.(:11 facilitate a systematic CY ination

of an alternative or single educational program/activity in teLms of
its advantages-as measured hv a fixed level and quality of lutcome,
and disadvantages, as measured by the economic cost."

Ccist ci fectiveness as an anal)Ytical tool for assessing outcomes
of single or alternative programs/activities in achieving specified
objectives as related to costs. consists of the following basic
elements:

1. The Ob'e ive(s). One of the first and most important elements
of the analysis is to specify certain goals or objectives in
measurable terms

,

The Alternatives. The second element is to identLf-ythe relevant
alternatives in achieving the specified objectives t e program

under study:

TheCost. The cost is estimated for each alt rnative to accom-
plish the objectives. In analyses for a mult -year time period,
the cost can be measu ed with consideration o the discount rate.

4. Khe Outputs. The outputs are the expected results from an
alternative program. They,are often numerically expressed
indicating the degree of actual performances or predicted out-
comes resulting ftom an alternative.

5. The Effectiveness. Effectiveness is a expe ced output eqUivalent
to the program objective or a measure 6the extent to which the
objective is achieved.

6. The Efficiency. Efficiency t* a measure, -o?' the relationsuiip

between theyJutPut and the cost.

-A Cr4erfoo. A criterion is an index or ratio used Co rank the
alternatives .in order of desirability on the basis of:the
.degrees of effe-tiveness over efficiency.

Much experimentation and innovative practice still needs to be
undertaken before a workable cost analysis sub-system can be installed
in the competency-based-Apersonnel development.system. 'The first three

elements; objectives, alternatiVes, and cost areeasily determined
for' any program. It is the fourth element, the outputs, which are

'extremely elusive and difficult to measure in quantitative terms.
it is, of course, imperative that both the .cost and outputs be
reported in numeric form if an index or ratio is to be computed,
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This sub-system provides a challenge to researchers and practi-
-crs wh j ch must be mot if personnel development is to continue

an expLutldt2d rate.

PROJECT ,N/PREDICTION SUB-SYSTEM future personnel needs)
_

The projection/predict on of future personnel needs in all job
categories is an essential factor in the long range plans for per-

sonnel development. This,is a complex:process which may be More a
function of planning than personnel development.- Nevertheless, it is
the personnel developers who must analyze available data and make
expert judgments about future needs.

This projection/prediction output is input from annual and long-
range personnel development plans. All pre-service,and in-service
activities should be predicated on these data. Likewise budget

requests must be based on such data.

Several of che factors which must be an, 'zed in formulating
projections/predictions are:

1. Anticipated technological or pedagogical developments which may
require the retraining of personnel e.g., change to the metric
system).

2: A change in the type or scope of the business-industrial
community (e.g., a change from heavy industry to service occu-
pations and/or an anticipated influx of industry from another
area

3. Changes in the type and scope of personnel development programs
at colleges or universities (e.g,, the establishment or expansion
of technology programs).

4. A change in student/parent interest which may change enrollment
patterns (e.g., decreased emphasis on professional college-
preparation with an accompanying \increased emphasis en technical
programs or vice versa).

Projection of personnel needs.is a matter ol analyzing past trends
and projecting on the basis of apparent directions. Prediction on
the other hand is based on anticipated trends. Predicting may or may
not alter projections. It is important, however, that ,projection/
prediction be a simultaneous activity.

A need exists for someone to adapt prolection/prediction tech-
niques and devices which have been developed by manpower forecasters
in business and industry to the needs of vocational personnel fore-
casting as well as to others areas, e.g.,, music, mediCine, law, or
art.
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PERSONALITY_DEVELOPMENT SUB7SYSTEM

Personnel who wOrk in education are complex organisms made up of
cognitive psychomotor and affective knowledge and endowed with unique

personalities. They embrace both intrinsic and extrinsic values.

The individual personality is probably the most valuable wrking,.
tool he or she possesses. This is only true, however, in cases where

they have learned to-use self effectively and constructively. An

individual's personal traits and characteristics are exhibited out
wardly in the following ways;

I. objectivIt or lack of objectivity in performing assigned duties,

expressed values,

3. attitudes toward the job, self, and the personnel with whom he/she
works,

4 capacity to facilitate th growth of others,

5. capacity to emphasize,

6. ability to motivate others positively, and

7. ability to communicate effec ively.

Worker personality is important enough to warrant special treat-
ment in the competency-based personnel development system. Pro-
fessionals usually come to the organization with their personalities
already well developed. All personnel developers can hope to do is
provide a climate in which each unique personality can function to its
fullest potential and to help workers establish a viable congruence
between their personalities and role expectations.

-

In order to help individuals foster the full development and
utilization of their personalities the following two steps are
needed:

1. an assessment of individual personality characteristics,

2. an_individual and/or greiip program to produce needed personality
adjustments or changes.

One note of caution is in order here. It is best for the personnel
developer to work ,closely with 8 competent psychologist or psychiatrist
in the development-and implementation of this sub-system.
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Assessment of In lvidual sonalitv Characteristics
_ _ _

Standardized inventories can be used as a vehicle for assisting in
the assessment of personnel personalities. A number of good and
reliable instruments are :available. When selecting and using such
instruments the following guidelines may prove helpful.

1. Select an instrument which can be self-administered, self-scored,
and requires a low level of time ( 45 minutes or less). (One such
instrument is the Personal Orientation Inventory, developed by
Everett L. Shostrom. and sold by Educational and Industrial
Testing Service, San Diego, California 92107).

2. Select an instrument -that measures personality dimensions which
appear to relate to the individual job assignment (e.g.,
teache s--regard for nature of.man, all men are good or bad).

Assure everyone that results are confidential and that they
control the use of such information. They may or may not choose
to share the results with others. (Although they should be per-
suaded that it would be helpful to have someone else share
in the interpretation.)

Sthall group and individual sessions may prove useful in,gathering
information about personnel behavior, values, attitudes, and :other
external characteristics. Here are s me guidelines to consider:

1. The personnel developer must mini ize any feelings of threat
he/she may potentially present to the individual or,group. This
can be done by limiting input to starter questions and non-
controVersial statements based.on personal observations, of.
situations. The leader should spend as much time as possible
in listening and observing.

2. Structure grouts to achieve certain desired effects. This can
be done.by keeping groups homogeneous or heterogeneous as .

needed (e.g., all teachers vs. teache s and guidance counselors--
all aggressive.persons vs. aggressive and non-aggressive persons--
all minority persons vs. a racial mix).

A great deal of personality related background data can be
gathered through the reTular performance evaluation system as well.

Several significant uses can.be made of personality information
when personnel develope s are taught to' properly interpret such
data'. These uses:

1. :Allow supervisory personnel to anticipate individual behal._i_tor__
in given situations. _

Enable the personnel developer to guide and'direct the pro-
fessional growth process of individuals or groupS.
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3. Allow administ rators to assign Individuals tasks which fit
their uniquc personality charac eristies,

When the results of personality inventories are shared and the
results of these inventories arC analyzed under the direction of a
competent Supervisor the individual begins to possess a better under-
standing of his innerworkings. Once the individual begins to realize
his sCrengths and is able to recognize weaknesses he has taken a

giant stop toward imprnving.his work process under tho Siipervisor's
direction. An understanding pf self by the individual should also
aid in formulating realistic and attainable goals.

Professionals, in order to meet the requtrements of their
positions.and to develop the type of climate in which learner growth
and creativity can occur, must continually be ready ti- make personal
and program adjustments. Seven characteristics of this adj stment
are hriefly reviewed here:

1= The individual must maintain an integrated personality. This
involves a cnordinat,ion of the person's needs and goal seeking
behavior into a smoothly functioning interactihn with the
environment.

2. Conforming te demands oE school society. The succes ful worker
must have a degree of harmony with the standards of the peer
group, students and professional leaders without su rendering'
individual spontaneity.

3. The individual must adapt to reality conditions. He must, be
willing to expose himself to present hardship conditions in
order tO make gains toward long-range goals.

4. The worker must maintain consistency. This/is the qualitative
.facet which makes possible prediction of behavior and permits
-the assessment of adjustment.

The person must mature with age. He must make allowances for
Maturation and development of himself as an individual along
with the concomitant growth of-more complex adjustment processes.

6. The mdi idual must maintain an optimal emotional tone.. In the
face of motionally loaded situations, the well-adiusted person
is neith constricted in emotional involvement nor overwhelmed
by pers nal reactions.

7. Th warkermnstcrin-Cribute optimally to the school society
th ugh an increase in ef'icierly. He must have the,assurance
that djusted behavior re s beyond self,centered goals.
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Personality ilSSLSflItI11 must be a COut inning effort since changes
arid shifts can take place in individual feelings, attitudes, and
behaviors. The mental heatth of personnel should be under,continual
monitoring, especially in times of great emotional, physical, and/or
professional stre.,;.

b sis for fully understanding personality differences among
workers we will need to take a look at the differences between the
normal and abnormal period-of personality adjustment experienced by
individuals.

1. The normal individual seems to have a relatively well-organized
personality; the abnormal a relatively disorganized personality.
However, in paranoia, the personality becomes relatively well-
organlz-ed, bpt psychotic, almost invariably beliefs are diagnosed
as a delusional system because they markably deviate from
customary beliefs. So, in spite of the seemingly inter-personal
character'of this distinction between the normal and abnormal
personality-, It has a cu1tural reference.

2. The normal person seems to be able to gratify his motives
effectively by means of his behavior; the abnormal engages in
ineffective behavior. However, psychopaths gratify their motives
effectively, but by violating custom. Also, those who conform
to inadequate customs are, by definition, engaging in ineffective
behavior. Thus, the criteria of effectiveness and ineffectiveness
tend to be culturally conditioned.

A normal-person has a personality approximating,the average of
the peer group,'the abnormal has an aberrant personality. How-

-ever, it is at least theoretically possible that most members
of a group may be neurotic or psychotie, in which case the
aberrant personality may be neither. This is temporarily the
case in mass hysterias.

The normal individual conforms to g pup customs; the abnormal
ic a deviate. However, in order to eagage in effective behavior,
it is neceSsary to violate inadequate Pustoms. Also, a group of
persons may have social laws-which the neurotic or psychotic can
assume satisfactorily; in which case he becomes a canfoxmist.
Thus, in a scheal_soclunnTmIPTA-ggression ean be channelized

-lb certain areas, and the neurotic, as a resalt may become a .

succeseful and respected worker. Finally, confoxmity itself
can be a neurotic symptom, as we see in the case'of many,ultra-
conservatives in education.

As symbolic capacity that endows a person \ith foresight develops
in an individual, there is a cortesponding increase in ability to
control one's behavior by anticipating Ats probably long-range
consequences.

130-



1.06 .

This increase in self.control is important im the supervisory ,

relat ionship with the individual stoce it means a lessened need for
central by an external authority. -Conformity consequently becomes
a relatively unimportant issue, The integratively adjusted person
either conforms to group standards because its acceptance leads,to
the most rewarding long range personal consequences, c,?r the individual,
reheis against,authority, whether of persons, regulations, or customs,
on considered grounds-.

The ability of most people to assume an attitude toward the
"merely possible" suggests that the normal individual has ideas and
standards- that he tries to Live up to even though-they often exceed
his grasp.

Learning is not determined directly by pleasure or pain, but by
the reduction of drives andiichievement of adjustment. Organisms
tend to repeat and learn responses that lead to tension reduction
and to -he completien of motivated activity.

Theoretical Framework r Unders andin Pe-- nalit

The following propositions relating to a theoretical framework.
for understanding the personalities of individuals wile work in edu-
cation are adapted from the work of Carl Rogers.1 In describing
man's behavior. Rogers feels that humanity is positive, forward-
moving, constructive, realistic, and quite trustworthy. There are
four significant facts in his formulation of a theory of personality.
These major themes are the self a6 an experiencing mechanism, and
the three subsidiary themes of self-actualization, self-maintenanre%
and self-enhancement. It should be noted that Rogers' theory of
personality is a client-centered approach and pays great attention
to the individual;

13-_o o itions Relatin Co a Theoretical
Framework of Teacher Persot=ialit

1. Each person exists in a continually changing world of experience
of which he is the center. Individuals all live in their own
private world of experience, in worlds that are never the same--
One day to the next. This viewpoint, of course, stresses intro-
spection. It is Called by some, phenomenology. The experience
may be conscious or sub-consciods. When the experience iscoo-
scious, it concerns the world of symbols. One's prlvate world
can be known only to one's self.

1-Rogers, Carl in Ledford J. Bischof. InterprçgFersonal
Theories; 'Harper and Row Publishers, New Yo k City, 1964.

131



107

The person riN s to the fierld as it is experienced and per-
Iceived. This percepivai field is, for the inchNiduat, "reality.
Reality may be abstract to the philosopher but to Oie worker,
reality is tested and accepted by his own perceptual system.
When cne has a penTeptual SyStem which is consistent- for oneself,
one has a certain deree of predictability upon which one can
depend,

The p _ essional reacta as an organized who Ic to this phenomenal
field. One of the most basic characteristics of his/her life
is the tendency toward total or organized goal-dtrected
responses.

4 The md ivLcIual has one basic 'tendency in striving--co actualize,
,maintain, and enhance the experiencing organism.

gehavior is basically the goal directed.attempi. of the professional
to satisfy personal needs as experienced, in the field as per-
ceived. All of these are basically related. Fiirther, reactions
are not to reality as others may see, them but' to the individual's
.perception of reality. Motivation exists primarily in the
present. There is no behavior except to meet a present need.

6. Emotion accompanies and in general facilitates such goal direc ed
behavior, the kind of emotion being related to the seeking versus
the consummatory aspects of the behavior( and the intensity of
the emotion being related to the perceived significance,of the
behavior for the maintenance and enhancement of the organisM.
Personality teies to integrate the two kinds of emotions,: the
Unpleasant or excited feelings, and the calm or satisfied,emo-
tions. Perception determines the intensity of t4eemotional
reaeti-

The best vantage point for understanding behaviOr
internal frame of reference of the individual.
be meaningless and Strange behavior to
purposeful behavior to the individual.
and immense difficulties i

is

WThat

from the
may seem to

an observer may be very
There are many drawbacks

getting at the introspective feeling
of any particular person. These drawbacks are a function of
coOnterparts in our own life . to the life of anpther Andividual.
Consequently, we may become able to infer- introspective behavior.
Preconceptions on our part, however, may destroy the ability to
see within the internal workings of another human.

A portion of the total perceptual field gradually becomes
differentiated as the self. How the self develops is extremely
difficult to'study, We have not made too muchmprogress in this
area.
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As n result of interAction with the environment and particularly
as a result ot evaluationni interaction with others, the structure
of self is formed. The self is ;in organized, fluid, but con-

.

sistent conceptual pat t urn 0 L perceptions of characteristics and
relationships of the I ur u he "ME" together with valAtes attached

e with others helps to develop a
in'tuence is essential in this stage

to these concepts. Exper
sense oC self. Supervisory
of structuring the self.

The valuus at tachI to experiences, and the-values whIch ,are p-
-' the selIstrLIc Lure. in some insta cos are values experienced
directly by the profess ional. In some instances they are values
introjected .or taken over from othprA, hut perceived in distorted_
fashion, 3s if they had been exper.4ne d directly. Experiences
have values. These values may be direct experienceS, gained
from others, distorted. but whatever their source,- they grow out
of _.7.pericnces.

11. As _ :periences occur in the life of the individual they are either
symbolized, ,perceived, and orkanized into some relationship'

to the self, (b) ignore(1 because there is not perceived relatioq- (
ship Lc) the s'elf structure, (c) denied symbolizatiop or given a
_distorted' symbolization'benuse the experience is inconsistent
with the structure of the self. Again we find the self as a
'keystone to open p&ception or to percept On which is below the
level of consciousncilis.

12, 1,1(-3st of the ways of behaving which ,are adopted by the person are
those which 4re consistent with,the coneept.of self. The self_
hopes:to maintain behavior which is consiStent wlth thç picture

1
it has of th'e self.

1_73 Behavior may, in some instances, be brought about by organic
axperluces and ,needs which have not been symbolized. Such

'behavior may be inconsistent with the structure of the self,
but fft,such instanCes the behavior is not "owned" by the indi7
vidual. When hehavior is not controlled, it is regarded as not
belonging to the self.

14. Psychological maladjustment exists when he workerchmies to
awareness significant sensory and visceral experiences,which
consequently are neit symbolized and-organized into the gesealt

'of the self-structure. When this situation exists,there is a
basic or potential psychological trmsion. The personality cannot
actualize Itself if tho experiences arc not true to the real

Psychologicril adje. tment Oxists when the concept of the self-is
such that 'all the sensory nrid visceral eNperiences of the indi-

, Vidual are, or,may be, assimilated on a symbolic level-into a
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consistent ccl at lon,,hip with the cum-IL t of self. Inattention
is reduced when the personality has a new feeling about itself.

16. Any experience which is ,inconsistent with, the organization or
structure..of the self may be perceived as a threat, and the
more of these perceptions there are, the more rigidly the self
struCture is organized to maintain itself. Events which

=eaten the personality may frequently make the personal ty
stiff and rigid. .

17.- Under certain conditions primarily involving a complex absence of
any threat to the self-structure, experiences which are incon-
sistent with'it may he perceived, and examined, and the structure
of self revised to assimilate and include such experiences.
Change in a personality comes about when the pvsonality can
accept a new facet of itself.

18. When 'zhe individual perceives and accepts, into one,Consistent
and integrated system, all sensory:and visceral experiences,'
then the'individual is 'necessarily more undergtanding and
accepting of others 4nd their individual differences. When the
personality can develop a consisent self:concept, it develops

-0
a good interpersonal relationship as 4 natural'result.

19. As individuals perz.eiVe and accept into their eelf-structures
more organic experielces, they find thetthey:replace their
present Value systems--based so largely:uponintrojections which
have been distortedly symbolized--with a cdntinuing organismic
val6ing process'. Asindividuals gain confidence:in the valding
process, .they find the old systems unnecessary and no longer=
threatening.

20. The professional desires social esteem., A,t times, the dese to
be right and praised and esteemed worthy by others in goclety
over takes and over-rules the values thee the individual (isires-.;-,,
Wilen it is important for the personality to be considered
worthwhile by others ,ft may_over-rule the inner functions and
inner dynamics of the orgd:nismic

An extremely:strong desire.for self-esteem operatee in a parallel'
system witb the desire for-social esteem. Because workers have
'this need-or desire for self-estedm,which grows out of experience,
it is possible for the personality eo ignore the presqures of
-society' 'which gave the individual the desire for social esteem.

22. Because of- the forces, desires, and demands of Social and self7
esteem, there develops-An attitude of self-worthiness.. The
condition of self-worthiness- helps the individual in the burly-
burly of everyday life.: Thereforethe pertonality which feels
worthy of somethingjielps buttress the7desire for self esteem
in his capacity to obtain the feeling of social-esteem.
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General Considerations

1. One et the'greatest strivings lf the persinality is for sel

--istendy.

The peribnality-or self attempts to seek independence, greater
spohrr=citY, and integration ofrall the life' forces that.impinge

upon it. \

When the self attemptsto change its behavi , the change results .

not7only fromlearning. Changes in one's picture of one's self
'are highly involVed. 1-1-tgliort,'' the persbnality is more than a

learning mechanism. Itl.00ks within itself to determine that
whatever it is'learning is worthwhile, f011ows its own value
sys5pm, and can be integrated into the ssilf picture.

%

Yersonalities desiring to examine what theTare'can best "explore
within" rather than coldly or objectively ','operve the self.",

It is obvious that our theoretical framework of personality is,
pointed toward one goal,..and ehat,_is an examinationor,consideration
of the self grhe,self may be defined asthe.awareneds of-heing,
functioning; the strivings, emotional:feeling, ana ideas, that the:,
individual recognizes, interkets, and values as his very own.

Subsidiary Themes Related
Consideration c

1. SO -ActuaNzation Theme

The term self-actualizatlon is a convenient one, though not
necessarily all-inclusive, f6r the-dynamics which describe a human
being As startifig as an infant and growing to adulthood. We
consider in self-actualization all the processes by which one
scaq,AITTerentiat.e one's self f om others and One's organic
lunctions from social:functionS-and moves ih the direction of
self-responsibility. Before the personality can,do,anythingat
all, it:must actually begin. .Self7aCtualization goes from the
simple to the complex. 1e begins at Conception and continues
throughout metu'rity. The goal the individual most wiles to
achieve, the .rid which one knowinglyor unknowingly purshes, is
beoome one'. self.

The urge,to cre4te seems to be innate.or inborr. It_ follows,
then,- that the,greatest thing the professional can cr6ste in an
entire life span is-the sel: The self ik.thp epitome of,
creativity.- Out of the self'that the profegsional creates from
childhod'd emerge all the other things that are normally con- .

stderod aA cloatili: artistic works, inventions, social systems,
but the worker has to create a self before anything else can be
-reateci.
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One of the central themes in, actualizing a self is to undergo
as many experiences aspossible. Only by the personality experi-
encing activities and knowing what it is experiencing can the
self be actualized. Some of theexperiences the peronality
goes through may not be at the fully conscious level. There is
a difference between the conscious and unconscious levels of-
experiencing. One'of the prime.fectors in experiencing which
leads to a true self-actualization is congruence= being aware
of and being open to alljthe experiences which are integrated by
the zelf. It is not enough however, simply to experience things,
in haphazard fashion with no other dynsmics involved. Experience
must tell one its own meaning.

2. i --Maintenance Theme

Once the professional hastecome actualized to the fullest extent
possible, self-maintenance must continue. , leis not enough to
be something,Jone must keep being something.

It is generally considered that.at the self-Maintenance level one.-'-
achieves self-understanding at ite fullest potential. The self--
-maintenance level brings out the richnees, maturitY, and ramifi-
cations of total personalitY. Self-maintenance dynamics operate
from current preseures or tensions. Behavior is not directly
caueed by thinge-which happened in the.past. There is no behavior
except to meet a. presenr need,. This is not to deny that beha-vlor
is caused by past experiences-. It is that-we can never. accurately
-know those causes, which are often Complex and-remote. 'The beet
way of understanding behavior ie in terms of the function it
serves in the present.

,

Self7maintensnce is not to be confused with homeos asis. Indi-
vidual professionals move'and change, and therefore there is a
"flow" in the dbsinuum of life. To put it briefly, life is a
process, not tion.

As part of the process of maintaining one's self, the worker
should have an "openness of experience." Only as a worker is
willing to try new things can there be a constructed feedback of
the self. If the workers personality ignores the richness of
the Rtocess of experiencis for self,- he islikely to create en
extremely faulty'frame of reference.

'Self-Enhancement Theme

As much as the person wishes to get started in self-actualtzation
.and then keep and enrich what he had in going beyond dead center

by self-mointenance, the personality also wishes to enhance,
,itself. Life is more than getting and preserving what we have.
One also wishes to transcend thrstatus-quo.
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Self-enhancement does not flow smoothly but consists of struggle
and pain. it is a process of going backward and forward; the
losing and gaining of gbal structures.

It is a professional's privilege to enhance himself. They should
be more than a robot or controlled ploy of another individual'.
There should be complete freedom for the individual to enhance
his own personality. The subjective value choice of any given
personality must never be threatened. We must use the behavioral
sciences in ways which will be free, not controlled; which will
bring about construc.tive variability, not conformity; which-will
develop creativity, not contentment; which Will facilitate each
teacher in his Self-directive procesS of becoming; which will
aid individuals, grdups, and even the concept of,science to become'
self-transcending and freshly adapt to ways of meetink-life -and
its problems.

Attention must be g -en to the self-Actualization, self-maintenance
and the self-enhancement of individual personalities in planning a-
personality development sub-system. Adviceand guidance must be
secured from a competent and reliable psychiatrist or psychologist in
planning.and impletenting the'sub-system. If done properly such a
program can have a great, positive impact on overall effectiveness and

-,-Juorale of individual workers in an institution.

BASIC DATA ANALYSIS SUB-SYSTE_ Task nvento

The foundation of any competency-based personnel development
system must be laid on the-tasks persons in the organization perform
and the 'competencies reqiiires to .perform these tasks. Such tasks
and competencies should become evaluative criteria for determining
worker deficiencies and needs as well as a framework upon which to
construct the curriculum for overcoming -identified 'deficiencies.

The basic data analysis sub-System is concerned with two.primary
activities:

1.. the identifigation and inventorying of tasks performed by workers

2. the identificationof competencies needed to perform the tasks",

The following is a brief di- ussion of each activity:

Task Inventori-

Typically task description and inventory techniques have b .n

applied to workers performing manual tasks,in jobs that can be readily
observed.. The inventory of supervisory, administrative, or instruc-
tional positions, such as those held by most professionals in
education, has occurred relatively infrequently. Thus, there exists
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no one "accepted" method. It is, therefore, necessary for a
reasonable and reliable method to be selected or developed for
this sub-system. The following is an attempt at outlining such a
methOd.

1. A comprehensive list of candidate tasks must be-developed.
Such a list must address every conceivable job related
activity which could be performed by a person in, the target
position. This may'be accomplished in one of several ways:

Position incumbents may be surveyed -in an open-ended style
by asking,themto "write down every task you perfOrm as

.a part of your job.",

A committee of job incumbent experts may develop such a

7.
A- independent observer may record what the incumbent
(lees.

The incumbent may be asked to keep a record or diary of
his/her activities.

(The first two methods are the only practical ways to record
the tasks performed by professionals.)

All candidates must be screened for duplicates, edited for
clarity, brevity, etc and formed into a list . of candidate
tasks

Job incumhentsshould be asked to respond to the prepared task
inventory in relation to the perceived importance/difficulty
of each candidate task. Responses may- be made on ,a six-poiat
scale Such as the one depicted in Figure IV.

4 The ins rument shown in Figure IV is a fixed response question-
naire. Task statements are segmented into.adtion words and
task areas. The action word indicates the type of activity
performed within a spec fic task area.

5 Frequency distributions and means can be calculated for each
statement. Significant tasks can be selected on -the basis of
a'pre-determined cut-off score.

6 A list of most siOificant tasks based on importance to the job
and difficulty cd performance can then be constructed.
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RATING SCALE: As a part of my positidn, this task:

0 - does not apply; not a part of my position
1 - is not very (important, difficult)
2 - is slightly (important, difficult)
3 - is moderately (important, difficult)
4 - is very important, difficult
5 - is extremely. (important, diffiCult)

ex:

t-4

P.
v.

"
t=1

CC*ACTION WORD TASK AREA

approve technical programs

coordinate u

develop

direct u

.establish

evaluate H

plans

survey u

--,----

WRITE IN ADDITIONAL ACTION WORDS

technicaL programs

"

co nmn or keypunc Ii purposes only

FigL1re IV

Example of flisk Annlys s Inst-sinent
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CorTLilv"tor--
/-

The methodology for identification of competencies is based
on the assumption that the operation of a vocational edUcation
institutionhas one primary function 'That function is-to-help
people enter and prngess in a job. Thus the function of such an
agency can be subsumed under the process of education-or instruction.
This assumption does not overlook the fact that.there are many
ancillary services which facilitate the instructional process,
All non-instructional functions must be studied in terms of their
relationship to the educational process.

Followin_ is a suggested set of p ocedures for converting job
tasks to competencies needed to per orm those tasks:

1. Competencies are.defined 'as the knowledge/understandings,
skills and attitudes necessary to perform a given task.

KnoWledg/undings are the conditions of knowing some-
thing with familiarity gained through experienee.or association;
the power to make experience intelligible by applying concepts
and theories. Skills are defined as the ability to use one's
knowledge and.understanding effectively and readily in the
execution of tasks. AnattitUde is defined as a mental position,
feeling, or emotion toward a fact or state;.a predisposition
to act in a certain way; a state of readiness that influences
a person to act in a given manner-.

'in order to reduce redundancy in the competency.generation,
clusters of action words should be used rather .than using .

single task stateMentS.or action words. Tasks should be
clustered based uponthe similarities\of action words.. That is,
tasks should be clustered in accordance with judged similarities
required of humans to perform those tasks. For'instance, it is
likely that "to plan" will be an action word common to many
task stateMents, and that it may be associated with other
action words such,that the-knowledges, skills, and attitudes
needed- to perform planning and associated activities pp.uld be
generated at the SaMe time. As depicted in the right-hand
column of Figure IV, the action word "to plan" is clustered
with the action words "design" and "predict." The competencies
needed fo "plan" are similar to the-competencies needed to
"design" or "predict.",.It would be wasteful to separately
generate coMpetencies fordifferent Action words which all
involve similar abilities,:when itcould be done once and more

.

exhaustively for one cluster of action words. The action
words, plan,.design, and predict, are clustered under the general
function of designing as seen in Figure Iv... For this function,
the following competencies are needed:
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A. Knowledge of.
-the planning process
-basic problem solving procedures
-the .decision-making process
-schematic techniques fer planning (PERT)

B. Skills in
-making decisions
-estimating resources
-receiving and:assimilating information
arranging activities in a logical sequence

C. Attitudes'that
A

-planning 'is a wOrthwhile'and fruitful endeavor
-program quality is strongly influenced by the
quality of.planning that precedes the program

A committee of experts can.be used to kenerate competency
requirement statements for eachof the action word clusters
as shown in item number 2. Human judgment is necissaryAn
this.state since the translation of observations of events
to useful.data inevitably requires a human semantic operation.
This.becomes an act of judgment in a greater or lesser degree.

4 The competencies must be edited to eliminate overlap and
redundancy

The competency list can-be utilized ih the construction of pre
or in7service curricula-. The tasks under each competency:can be
-used as examples fer instructional purposes under-each competency
unit.

The basic data analysis sub-system is:an extremely important'
part of the entire competency7based personnel develoftent systet.

- CURRICULUM DEVELOPMENT SUB-SYSTEM

The personnel development curriculum should have the following
characteristics:

1. Responsiveness to the needs of both pre-service and in-service
staff.

An organized sequence of instructional units.

Units that are arranged in such a way that learning in each
unit is accomplished independent of other,units.

4. Units that are based on the competencies required by staff.
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Units that are adaptable to individual as well as group
instruction.

Competency-based-curricula.are achievement-based whereas, t

ditional curricula are experience or activity-based.

There ate aeveral well-defined steps which should be followed
in designing a personnel development'currieulum. They are;

Diagnosis of the educational needs of the clientele to be_
'served- (Use Competencies as criteria.)

2. Formulation of objectives.

Selection of unit content to be cove ed.

Organization of content into sequential steps.

5. Selection of appropriate learning experiences to fit content
and clientele.

Organization of learning experiences.

7. Cho ce of methods for evaluating the instruCtional process
and outcomes.

\ In-servIce programs are-generally the most prevalent types of
personnel development activities which areconduqed in post-
secondary achools. Personnel developers in business and industry
have redently begun to question the effectiveness of conventional
in-serviee Methods. Many feel that such methods have not achieved
important and desired attitude or behavior-modifications.

Perhaps it is time that we take a long, .hard look at the eon-
ventional in-service education programs we are using in education.
in order to examine this situation we must create a hypothesis '
about in-service programs where conventional training methodologies
were utilized:

1. The education resulted only in limited, if any, attitude change.

2. There is almost no evidence to support the contention that the
little attitude change: that'did take place was of-a sustained
duration.

3. There is amost no evidence that conventional education resulted
in on-the-job behavior changes of signifieant.duration.

it may be helpful to define what is meant by conventional in--
serviCe activities. Conventional methods generally consist of the
identification of a topic or .topics by various means. 'These topics
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may or may not be perceived by the clientele es being. important.
The learning experiences generally consist of group meetings
where either a local "expert" or an imported "expert" proceeds to
"tell" the participants how "ie.-is. Typically there is little or
-no follow-through with participants after the series of meetings
are completed.

We must also answer the question "What is it that we hope to
accomplish through in-service education?" There Are usually
several outcomes Which'are sought. Among them are:

1. providing information about new programs, policy, and pro-
cedural changes,:etc.

2. attitude change,

3. behavior change, and

4. developing or upgrading various programs.

Conventlbnal in-service programs have_generally-been-more.
successful in accomplishing purposea 1 and 4 than in echieving,2
and.3. This is probably due, at least in part, to the fact that
'1 and 4 elicit commitmenta and produce results which are largely
external and visible whereas 2 and 3 are more likely to develop
commitments and resules-Which are more,or lese intrinsic. -

One commonly held belief-among many personnel develoPers is
:that in-service training efforts will result in an attitude_ change
which will then be transiatedinto a behavior change.

. -There is,
however, some doubt about the extent to whichthis happens. This

.

gives a good rationale for questioning the efficiency and effec-
tiveness of conventional.methods.. This concept is illustrated by .

the first sequence of events in Figure V.

Another not so commonly held belief is that to obtain lasting
change one-does not try to change people, but rather to chnnge the
organizational constraints which oeprate on them. This tenent is
shown by the second sequence of events in Figure V. Behavioral
psychologists sOecializing'in attitude change have.directly
challenged the concept that attitude is directly linked to behavior.
There is probably some link between attitude change and behavior
change but it,is not clearly understood at this point ih time.
For Our purPoses then, we will hypothesize that changes-in attitudes
Ste- ii6t neceSsarily accomPanied by changes in behavior. Furthermore,
when changee in behavior.do occur, they are rarely, if ever,
general or enduring.

The question then arises: "What is an alternative approach to
in-service education which will achieve-desirable behavioral
changes?" The following iS one optional method:

143



Stimulus Used
to- Start the

Changq Process
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Primary Effect :Secondary effect

Influence effort* Attitude chan e Behavior change

Structural change** ---mm Behavioral change Attitide change

*Trail

etc.
consultation, reasoning, exhortation, persuasion,

**Change in job content, interaction patterns, 'work pro-
cedures, physical arrangements, etc.

Figure V

Alternative Approaches to Achieving
Attitude and'Behav or Change.
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St uctural change can lead to behavioral change which may lead
.to attitude,change._ Behavior is, frequently a function of job
structure or organilation. Structural change influences job
performdnce (e.g. forced school integrationproduced behavioral
changes on .the part of many staff meMbers whiCh in mñy eases
changed attitudes about minority sxudents).'

Perhaps the best approach to structuring the currioulum-develop7
ment subsystem would be- to consider,a11. alternative approaches .to
in-service education inilight of the-expected outcomes and then fit
the strategy to the outcome wanted. -It is iMportant, however, that
the personnel developer understand the characteristics of the
individual or group to be served and-make every attempt to suggest
a methcid or activity which will compliment their needs and learn-
ing styles'.

SU1NARY

The personnel development system snall provide services and
activities which will enable individual\administrative, super-
visory, instructional and supportins sta f members in the
organization to upgrade their required-- ormance.

2. he basis for in-service, dpgradinracttvities with presently
e:ployed persons in post-secondary institOtions should _be a
rea.listic and comprehensiVe staff assessment;

3. The Program of leadership education must emphaSize a close
relati\onship between all personnel, and teach leaders to apply
the scientific method and valid educational theories to social
and organzational problems.

\
.

4 The'most eqective way to organize.an educational agency so
that it applies new research findings like competency-based
personnel development programs is through a Matrix organi-
zation., o-

5. There is a great\need to design, and- perf..ct a Practical c6st-
effectiveness analysis methodology Which:can be applied to
pre and in-service Personnel. development.'.

\
6. A need exists to adapt projection/prediction techniques and

devices whigh have beendeveloped by business and industrial
manpower forecasters'to\the needs of education personnel

vforecasting.

7. The personality of individuals who work in post-secondary edu-
cation is probably the most valuable Working tool he or she
possesses. IC is important for the personnel developer to
work clogely withva competent 'psychologist or psychiatrist in
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the'planning and implementation
sub-system.

he p_ sonality development:

The foundation of a competency-based personnel development
system must be,based on the tasks workers In the organization
perform-and the competencies required to perform those tasks.
SuCh tasks and competencies should become evaluative criteria
for determining staff deficiencies and needs as well as serving-
as-a .framework upon which to Construct the curriculum for:
overcoming identified deficiencies.

-The best approach eo structuring .the curriculum development
eub-system is to.consider all alternative approaches .to in-.
service education in light of expected Outcomes and then to
fit the strategy to the outcome wanted.- The personnel developer
must Understand the characteristics of the individual or group
to be served and- relate the in-service- method§ or activitiee
to their needs and learning styles.

Above all, the personnel development system must be a -total
organized-system if naXimum benefits- are to be realized from
staff improvement efforts.



AN ON-CAMPUS TEACHING CONSULTANT,

Jeseph
State University of New York,

Agricultural and'TechnicalCollege
Alfred, New York

As far as _ know, my title of Teaching Consultant-is unique.

Periodically, I get inquiries from near and farasking me to explain

the title and to describe my job.

On June 1965, I retired as Dean 1)f he Gradua e School-at Alfred

University In September 1975 I jOined the-faculty and staff of

the Agricultural and Technical College -UNY, at Alfred, New York-

as a teaching consultant. The President (Dr. David H. HuntingtOn)..of

the college and I we e pretty Muc, Ln agreement that my job did not

entail any formal evaluation Of the facultY nor -he consequences Of

that--my inVolvement in tenure promotion, raises in salaries',

ention, etc.--nor w to be imposed upon the fadulty. If and

when any one on the fapulty felt that Icould be of use to him or

-her, I was available. By mid-semester, members of thd faculty (40

50 of them had been either -y students or my advisees when I was

professor and Dean of the.Graduate School at Alfred University)

began conferring with me on all sorts of problems. Late in November

came my first invitatidn-to vis t a class in session. That first

/invit,PaAnn came from a member of the faculty who was well estab-

lished --the chairman of his div sion. After the fifty-minute pe iod,

. he came to my office and we talked about my observations and comments
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and his own evaluations for a little two ho s, Soon-alter that,

he invited me again and this'time thre ere two other young members
4

of his depart ent v'sent. Othe: invitat ns,came in quick successien

and before lcnr I neatly ran out of tiñ. The more time-consuming

part (If my class visitation was the f llow-up,o.f the recitation

itself.

Toward the end of the year, even Oe most skeptical
\

faculty realized that l.had absolutely no connect,ion-ith the pr $
-

dent Orthe dean or the committee on promotion and tenure. ,The

faculty. in general, referred tdme as "a friend of _iv faculty '
F ,

Towards the end of t e second schoal yeam many membe-- of the

faculty gave ne S sort bf blanket invitablon, saying: "you do-not

need an invite ion. Whenever you pass 41y and a class is in 'session.,

come in " By the. way, I consider that the :acme of achievement.

Is thin!actIvity,of a Teaching Consultant transportable

I

other colleges? I really dorCt know. It would seem thnt if we

there is no reason why-other

colleges especially two-year colleges, could not adopt the ,same
/

scheme-of hings. The conditions4 have in mind are, first and

fo emost. a genuine desire on the part of,the administration,

especially the president 'to nssign tb the process

top pl'iority.

I havg\found tht most of them expr s their high regard for ,teaching .

teaching the

In my Aealings with college and university presidents,

am sor y.to say, more often.than not it is sheer lip service.

The d condition is the comcilete separatior of the teaching

consultant from the adminfatrati n. The facul_y must he convin -d
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that the relati r-hi hot .en thu t c;ich ing consultant and a member

of the taculty absolutely private and confidential . Under no

circumStanees, must there-develop even the slightest suspic: r that

the teach ing consOltant is involved in, any official. way with tenure,

promotion. retention, etc. The third condition is the cluster of

(lvtra n tt i ist çq pt rhip essential, certainly dLSLt ible, that

define or ibe a teaching consultant:

(1) lIe does NOT sithscribe to the premise at "teachers are

born."

(2) He believes stro gly that most teachers are improva

(3) He must be TEACHER.

(4) 119wever enamored he may be with his specialized-branch

of human learning, his interest must be broad. He must

have to concede iml-ortance and value to 01.1 branches of

human learning.

He must have spent a good share of-his time in observing

teachers at work, not only ,but in many

oLher spCC1aitiCS, fact, hi_ interest in add concern

aiding teachers must be almost as. strong as his

-t in teaching.

goes wlth6üt saying that there are other desirable

some personal in'nature but the abov,echaracteristics and

five are perhaps the most important. Educators are awa-e that much

learning and :caching occurs incidentally. Nevertheless, it is in.

the classroom or the laboratory where actual observation of teaching

149



must occur

125

It seems to mo almost proly s1cini1 lv dishonest to

evalua r a TEACHER on a tivities--ho- ver importa totIer than

actual tc chlng, which to emphasize again, occurs in the classroom

or the labor ry. Ti re' is still, unfortunately, a persistent

myth that the procL s of teaching is so intangible .as to defy any

evaluation f am appendir f the OBSERVABLE deter-

minants of teacher effectiveness.

What essential determinants of the quality of teach'ng can be

obtained from actual observations of teachers at work in their

classrooms? I have accumulateu, through actual observation pf

teachers a long list of such determinants But domInant aMong

e the following ten:

IcE2!ititin (are the "explanations' clear, specific,

pointed; inVolved, indirect, long tedious?)

2. (2KRailLI,aa (is there any discernible plan, or order,

or sequence, or a--angement of both the content and'the

conduct of the recitation?)

Presenta ion (is the teacher dramatic and vital; informal

and rdl xed; laborious and sullen; dis al and dull?)

motivat_ion _:ide from required work and examinations,

what incentives,,or -genuine inducements, or real con-

siderations are adduced to actuate "learning

1 0
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Enthusipsth (is th any contagious "force" or "energy"

emanating from the teache

RicbRes f Application (what are the variety, extent and

sources of applications and illustrations?)

7. Resourcefulness (whau is the Leacher's reaction to an

unexpected question, as unusual comment, or a strange

turn of events?

Qnes_tions (a what kind of ques ions are asked by the

teacher? Do they serve the purpose of orienting and

developing; or awakening inte est; or regaining attention;

or providing an oral qUiz? b. Are the questions asked by

'the students intended to gain info-mation; to earn

to test the teache

9. Use of Textbook (is the teacher guided by the textbook

merely in plan and sequence; does he ignore it; is he_

enslaved by i

grade;

10. Tes s and .Examina ions a the tests and examinations

an integral part of the teaching-learning process; are

they a "necessary evil" imposed upon the teacher by,

authorities"; are they dreaded by the s -dAl_s as instru-

ments of torture?)

P.S. How do teachers react to or utilize the somewhat bewildering

array of gadgets loosely referred to 4s audio-visual?

a. " 's expected of me, I better do it."

b. "T am mechanically awkward but i get along well -ith the

overhead projector."
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T om so enamored with gadp,cts I sometimes forp,et to

. teach."

d. "In a sen hole laboratory is adgets. Used judiciously

they are the most effective teaching instrument."

o. "I often ask: 'Does this help. me teich nore ffectively?'

My answers vary from net at all to appyeciAplx.
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TOWARD MAXIMUM EFFECTIVENESS: STAFF
DEVELOPMENT PROGRAMS FOR POST-SECONDARY

VOCATION:J,-TECHNICAL PERSONNEL.

Richard R. Smith
Glassboro State College

New Jersey

A competent cartoonist co id readily publish'an illustration

lepicting concerned faculty and administrators clothed in cavalry

uniform being su -unded by students, taxpayers and legislators;

their quivers well stocked with arrows, each arrow labeled to repre-

sent.one of the many.challen -3 or charges that have been incieasingly

directed toward the educational community. We (instructors and

administrators) cannot allow ourselves to panic, but -e must not

view our schools as an insutator that can ward c f the highly

charged issues that have probed our "defenses." We should learn

from the Custer dilemma, we should evaluate plan and develop our

resources (troops if you will) to the degree they can function at

their highest level of efficiency a_d effectiveness.

The Custer analogy seems to be more appropriate when we consider

that like Custer, our mobility is limited. Fewer new positions for

faculty are available, and facultY cannot look to other post-

secondary institbtions for employment as readily as in the past. In

the past we were more free to iiire new faculty with specific skills

to react to or develop programs that required specific profe-sional

or academic expertise. As Rose and Zaff:(1974, p. 2) pointed out,

new blood in the form of new faculty is not necessarily the
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primary s_ rce of instructional improvement and institutional

renewal." In -t, they expressed the opinion that academic

mobilit- may have presented an obstacle to effective staff develop-

ment programs during the last decades (Smith, 1975, p. 50).

Fiscal exigencies such as increased taxes, high unemployment

and double digit infla ion have prompted an increasing number of

taXpayers and legislators to demand a greater level of "account-

ability" from our instructors and institutions. Not only must each

school attain a higher level of efficiency azd effectiveness, but

, so much each staff member be increasingly effective In the attainment

of those goals resulting from his "fit" or role within theirTost-

secondary institution. It is ironic that while demands are being

placed on us to initiate valid personnel development programs, we

are also most frequently told that additional funding for such pro-

grams is not available. We are often challenged to provide "low

cost-high quality' programs.

Programs under the rubric of "faculty development," "staff

development" and,"personnel development" have-existed for some ti

TheSe programs have often b-en ineffective and at least boring,

often,providing a basisfor the attitude that "due to previous

experience, many :faculty look upon in-service educe. ion in much,th-

same way as some people view their in-laws
. something to be

endured" (Hammons & Wallace 1974, p. 3). We are not free, in a-

psychological sense (in the perc6ption of staff) to start anew .

toward designing effec-ive personnel development programs, we are .

required to beat down the barrlexaf prior negative bias.
ID,)



Tho I 55LItS tllat havo combi to demand tho emergence of vital

de Jiipmental ;rams are both uttiHer ts and interdepo dont. Many

institutions havo failed to recogn 1-t pre-service programs arc

desi-ned to 1rd entry, tiv:- restlting in a frequent waste of talented

but inexperienced personnei whe possessed great potential bu- could

not :vive the "sink or swim" environnent into which they were

placed. Professional development pro J-_ms are also ill designod if

they attempt to provide a "salvage service" to obviously inept

teachers or administrators; our profession must build upon itS

i-_rengths _hose num rous teachers who are motivated, intelligent

and creati

Instructors can no longer hide behind the "to -" to

the degre- they could in the past. The concept of tenure Is being

attacked with greater frequency and fervor. Citizens and their

representatives have sharpened the teeth of the old saw t at tenUre

protects the incompetent and allows inst:uctors to sit back and

relax, o)livious to current developments and contemporary demands,

We are required to keep abreast of those philosophical, peda-

gogical and technological advancements relevant to our profession 1

funrtion. It is obvious that we must continually attempt to increase

our ley 1 of professional effectiveness. After all, the term "pro-

fession" implies a standard of service that can only be maintained

throUgh the continual renewal and upgrading of pyofessional skills

knowled,e.

do we mean by the term '!personnel develoP ent?" We can

borrow in part from a statement by Phillips (1974, p. 14) that it
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. eclectic; dra ing on the skills of the psycholog t, the

professional educator, the technIcian and even the humanist: it is

also u ilti-dimensional, embracing a wide range of strategies and

approaches. Hammons (1973, p. 50) has defined faculty development

as "all pre-service-and in-service activities planned to assist

or rr eturning staff imp ove their functioning as facility members
c

Myre (1974, p. 1) has stated that ". the ultimate goal of any

eftorts failing under the general rubric of faculty development is

the\improvement of instruction and the learning process." The pro-

posed taxonomy for theNational Conference on Personnel Development

for Post-Secondary Vocational and Technical Education Programs of

Less Than Baccalaureate Degree indicated that personnel development

embraces all pre-service (teacher education prior to teaching,

recruitment, selection; and orientation ) and in-service (technicall

pedagogical, and administrative) activities. I am of the opinion

that all elements of the prior definitions are Valid, but we must

recognize that a personnel development program must be concerned

with the personal and professional development of each professional

within the contex ofan organizational set ing. An effective pro-

fessional development program-must increase the level of predict-

ability for the individual within the o ranization; it must promote

his perception of peer acceptance and esteem (requiring a specific

level of skill And cognitive attainment) while freeing him to

utilize and apply his professional Abilities to the maximum, This

complex challenge requires tile coordination of all available resources

both within and between institutions. Many universals ex st between

new
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varied tyr-s of edu rtional institutions concerned with post-

secondary vocEliiunaJ-teclmical educat on.

EXISTING PROGRAMS_ AND RESOURCES

That the prior ineffectiveness of staff development prog _

has promoted new structural trends has been reported by Education

U.S.A. (1975 19). School districts are training teachers in

cooperation with professional organizations, universities and

teacher groups. Teachers are involved in ident _Eying content

through needs assessment, while also being involved in administration;

evaluation, and determining credit criteria . In Hawaii the Instirute

for Advanced Study in Vocational-Technical Education sponsored a

program to identify collaborative roles and fOnctions of occupational

edueation programs between secondary and post-secondary schools=

The overall pu_pose was to provide oppo-tunity to participants to

update their knowledge of national regional, and local occupational

progr ms and --ends and to.provide an opportunity for them to meet

and share program content and prepare written articulatien agreements

betweenthe community colleges and the State Department of Education

(ED 081 416).

The fact that all staff, should be involved in professional

development!las been highlighted by Collins and Case (ED 101 780)

through their report that the W.,K. Kellogg Foundation funded Los

Medanos College to develop.a model for the induction and professional

development of commun ,y:college staff members. The model was

designed to serve new and inexperienced faculty, experienced
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facultY, classified acuity, and administrators.ff, adjun

The recognition that the results of improved methods for inc s-

ing student lea iingthro gh inservice training are seldom evaluated

against that input Led LeLfarge (ED 055 577) to report a plan to

use in-service training as a pr [wary vehicle for change and the

improvement of instr ction. The_plan stresses Loordthation, indi-

vidual initiative, accountability, and the right-to-creative-

failure." This viewpoint has been s pp _ed by many professionals

and amplifie&by the -pinion that the process of collective bargain-

ing can be supportive of faculty development activities and that the

criteria presented in ma-ter agreements should be expressed in

specific compet6ncy Measures related directly to teaching effective-

ness. Master agreements resulting f om collective negotiations

increasingly contain articles related __ professional growth and

the establishment __f a program for professional development.

All.vocational and technical teachers liSve either listened to or

pa_ticipated in the ongoing debate focusing .on the role 'of humanities

and liberal arts courses within vocational technical cur:icula.

Infantini (1974, p 18) has reported that a grant from the National

Endowment for the Humanities has enabled Westbrook College

analyze the content and instruction of hu nities/liberal arts_

courses within their nursing anddental hygiene programs. Ulti

mately they hope to accomplish a functional integration of the

humanities with mediCally related instruction and provide a regular

professional seminar for their faculty involved in that development.

Hall (1974, p. 32) reported that the general education and auto
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-mechanics courses within the one-year automobile mechanic pro

James Sprunt Institute wore structured to reinforce anothur In

'help th ,,-! student cipciate the general education e011r54es and aid

the stn uslerring the concepts learned fo general cduc,'

to coacopts learned in auto meehi-tul cs:' This required the ilistrioto

cf. auto mechanics, applied science, Engl J1, math, and hun n rela-

to meet regularly -t jointly develop comm 1 ler, ning experi-

A workshop in the preparat 'on of moms i_ahle performance objec-

tives was funded under the Vocational Education Act of 1968 in

cooperation with the State Department of Education and the

'California Community Colleges. ,The purpose of tho workshop was to

produce measurable performance ol toes for every educationpro-

gram in the Technical Industrial Division at Presn_ City Coll-

The initial Ithpetus for the workshop came from the State Department

of Educ t_:nwithtiii.rty-three tel-_chers being selected as partici-

pants (ED 073 258). It is co monly recognized that if the concept

of accountability is to function instructional objectIves must be

stated in measurable porfolmance terms. The recognition of the

critical need for vocational education leaders to be system-orienUed

resulted In a program, whereby eighteen .vocational education leaders

fr t district,s throughout the State of California received training

liT producing comprehensive system plans for accomplishing p. actical

projects compat hie with state 'and local priority needs (ED 081 419

P.L. 91-230 provided staff development project fun_s to he'

administered by each of the ten regional.offices of the U.S. Office
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of Education. In Massachusetts the Bureti _f Adult S rvic-s in

perot-ion with the University of Massachusetts attempted to

ut11i70 appropriate techniques for the in,service train ng of adult

educators. In-service trainees were p_ovided with_ the opportunity

to shirpen their teaching kills by experiencing the microteaching

tque (Borden, 1973, p. 179). The National Institute of Health

(DHE sponsored a program designed to broaden faculty use of

instructional television __. the community colleges ofiKentucky

(ED 070 296).

A sericafWorkshops were offered in California to -ake voca-

tional administrators more aware of institutional research methods

and to acquaint them with research and planning resources available-

to them (ED 086 296). -The workshops were offered by the Nor Cal

Research Croup and sponsored by the Division of Occupationar'Edu-

cation of-the.Californin Community College. Chancellor's Office.

An institute designed to improve the skill of two-year college

faculty in working with minority group business and engineering.

'technology students was funded by a state grant (New York) through

the Bureau -fJ -Service Education'under the Education Professions

Development Act, Part F (ED 068 637).

When revie ing staff development programs the term "hetero-

geneous" must come to mind. It is possible to isolate a specific

portion of a state and yet identify varied approaches __ staff

development. Salem Community College is located in Southern New'

Jersey, and prior co 1971 had bee- a post-secondary vocational-

technical institution. They have experienced b-th the concerns of
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a p0stSeco'1c(arY school and those ( f an emergl g communIty college.

When they beclame a community college it appa nt that the majority

of their f culty we e vocationally/technically oriented. A:staff

development program'was developed that offered experience- for

graduate credit both on their campus and the campus of Glassboro

State College. Instructors could participate in courses that wore

relevant to the grn=wth of rileir college while also enrolling in

credit rct vities.that suited their individual professional growih

needs. All courses and experiences were conducted by Members of

graduate faculty.of Glassboro State College (Smith, '1975)..

The bulk of the literature related to per_ nnel development

activities for vocational/technical faculties in pos -secondary

ins itutions seems _o focus on the community colleges. It should:be-

recognized that many vocacional/technicaLconcorns are universal to

both the post-secondary Vodational/technical'school And the coMmu-

nity college. To plan staff development activities in splendid

Isola ion of each other is sheer folly. The terms 'consortia,"

t-

"interdependent," and "un versal.t' have significant meaning when planning

stra egies for the improvement of the cognitive, psychomotor br

affective aspects of those faculty who are responsible forthe

lea ning that occurs in'those clasSes responsible for the oecupa-

onal preparation of our students.

PLANNING_FOR FACULTY DE ELOPMENT

Hammons and Wallace (1974, p. 2) expressed the hope that the

"consideration of the following questions,and issues prior to
-
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:ill a gni icantly improve the results achieved

by that (faculty deveiopm n ) program."

1. What anSWer can be given to staff wh as "Why do we
need a staff development program?"

2. Who will he responsible for doing the plannin

3. How will specific staff development needs- be ident fied?

4. What is the balance between inst'_utional priorities and
individual needs?'

5. Which staff should participate?

6. How flexible will the program be?

7. How can staff be motivated to participate

HoW should the program be scheduled?

9. Who will conduct t_ _program?

10. Wha' instructional technique(s) ork( ) 13.e-

1L What publicity shOuld be made of the program and how
sheuld,the program: be disseminated?

12. Should thd progra_ be evaluated, and if go how?

llow should the program be funded and what other kinds
of support besides, funding; are needed?

, It should be emphasized that a succe sail program requir

bro-d base pf upport. I suhmit that the structure for planning,

organizing and conducting a facu ty development program must "fit"

Within the sys en of institutional governance. A valid program

should also br.: inter-related wLtb the existing curricula and

^
I ona p ices within tin inst tution. To not recognize

the importance of these two conditions would be'foolhardy, since not

9111 y would ,A

monumental '

_avated confll

d ri
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to _he following (IL -tions before init: ting

development:

rn or faculty

1. What relationship will or should exist between the program
and promotion recontracting and tenuring procedures?

2. Is the program compatible with the negotiated contract?

3. What relationship should exist between the program and
faculty representative organizations?

4. How can developmental resources nd facilities be
incorporated into the existing instructional progra

ORGANIZATION

Martorana, Purtell and Reynolds (1973,

stance that positive ch'ange results when fa ulty are deeply in

and "better when an even broader involvement of supportive

p. 56) have taken he

lved,

ineerests

.
is generated." They reported on the ooperative development f a

Statewide model (New York) for improv ng the learning proces,.

They stressed the attitude that both Iroluntary involvement and new

systems of rewards are necessary-for rogram effectiveness.

Collins and Case. (ED 101,780) pr.sent alternative str ctures

for organizing staff development prog ms. We are faced ith the

options of the "Professional Deve1opmenà Facilitator" (PD ) approach,

theiCommittee-ed" format, the "hyphenat d" option (assigjh task to

an,existing administrative -le), the "Gr -s Roots" opti (surge

,
of interest from ithin) the "CoMmand Per -.once" opt o (fiiO-M

aboVo), or the "V_ ing Fireman" 1-)1

Foothill Colleg (11 ) 095 951) has Ott ed a prof1csslontil

devoloment program resulting,froM'the l ndership and operation

/

1
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The program includes many activities.that

would be considered to contribute to the development of each pro-

fessional while also allowing for credit for related work experience.

O'Benion and others (ED 103 059) have identified several organi-

zational schemes when approaching the task of initiating a Staff

development progr5m. Organizati n "A" would establish a "nuclear"

co- _le of faculty, administration, support service students and

community with responsibilitY to implement the p_ogram and reporting

to the Dean of Instruction or President. Organization "B" would

identi_y a present faculty member with present or potential expertise,

give him released ime and place him under the Dean of Inst_uction

or the President. Organization "C" would require the hiring ef a

fulltime person as coordinator of staff development. Organization..

"D". would provide the option of identifying a stalf member from

within the district to b- the district staff development coordinator

with a specific institution serving as a pilot project. When

analyz ng the Problem in light of their situation, it was suggestecl

"that a combilation of several of. the organizational schemes pre-

sented above ouldbe most approptiate.

The organizational options are numerous, but it is clear to

the bllndest of men.that no one option.can serve all AnstitOtions.

PRINCIPLES

An effective program of personnel development milst be con

Prgbably he most essential ingredient is.an onLgoing program of

nuo

instructional supervision. The whole is greater than the sum of its

1 '5
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parts. As an impressionist paIner is aware of the importance of

relatIonships, so must be the facilitating personnel fer a staff

\

development pragram The total commitment of the institution is

essential toward, the development of the complex components of the

institution and each professional within. If the goal of personnel

development is to increase- teaching effectiveness, then the goals

should be ekpressed er expanded in terms of teaching competencies.

The program must include effective --tivational strategies, incor-

,porating the concept of su-cessive approximation toward the goal of

promoting an intrinsic desire within each professional to fulfill his

function to the maximum without the need for external reinforcement.

The program must maintain _ balance between the needs of the indi-

vidual and his "fit" within the role of the institution. It must

promote responsible independence, self-criticism, security, inno-

vation, and above all the "security to fail."

ACTIVITIES AND SUPPORT SERVICES

Faculty Development programs vary in terms of both structure

and scope of activities. The following list of activities is not

all-inclusive, but does present those activities most frequen ly

mentioned in the liters ure:

Institutes - Summer and Year Long
Sabbaticals
Mini-Sabbaticals
Orientation Programs
Newsletters - Publications - Reviews of Educa_ --Al Research
Recognition of Teaching Excellence
raduate Tuition Payment

Courses on Site with credit
Workshops
Colloquium
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Staff Retreats
Recontracting', Tenure and Pr n:-'on Policies and Procedurea
Encounter Groups
Sepinars
Conventions
Professional Days
Observation of Master Teaching
Packaged Programs
Leaves of Absence
Staffing Policies and Procedures
Periodic work experiences

SUI,IMARY

Consistency Ts critical. Any institution that espouses the value

a total institutional commit ent to faculty development must

involve all constituencies to the fullest extent. The program must

clearly evidence concern for increased effectiVeness at all levels;

institutional, divisional, depar-mental and individual. This requi es

.that judgment be used, while at the same time priorities must be

established. Management theorist would also reqUire that the program

incorporate a system whereby the faculty can pe- eive of a relation-

ship bet een_behavint-and reinforcement.

Many major barriers exist in most inatitutions; each of which-

could throw the proverbial monkey wrench into the cogs.of the

machinery. The initiating committee is challenged to develop a pro-

and 4program capable of surmounting the obstacles of Attitude, .

f;icuity load, fiscal exigency and the internal resource limitations

of their inst tutiOn. Any of these or other conside_ tions could

cI c ly affect the decision as to h ther the program would be best

jilt1) lemented and conducted in whole or in part on an Institut nal,

or staio-widc 1eve).
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In a sense _ _e bugle has sounded. Rather than ,initiating faculty

development programs from a defensive perspective we should utilize

all of bur forces to enable us to initiate a long-term continual

offensive against instructional mediocrity.
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PPEPARING POST-9 -ONDARY FACUtTY MEMBERS

THROUGH PRESFRVIT PROGRAMS

PATRICIA HRUBY
AND

Jour A. TIRRELL

PIMA COMMUNITY COLLF,GE,
ARIZONA

During the late 1950's and throughout the 1960's we saw an ex-

plosion of-post-secondary, pre-baccalau rate degree institutions and

'proorams which has made the talk of a opulation-explosion seem tame.

For awhile a new community,college technical institute, trade school

-or-business school was being started at the rate, of one per week. At

the same time, universitie and toUr-year degree granting colleges were

jumpina on the bandwagon by developing or expandin: continuing education

and adult basic education programs; high schools and commnity schools ,

were greatly expanding the evening adult education programs theY offered.

The 50's and 60's saw almost unlimited lob opportunitIes for those

who wanted to teach adults either full-time or on a part-time basis.

Where did these faculty members come, froth? What was their preparation?

What pre-service programs were available to those who aspired to teach

in this newly eXpanded job market?

The new faculty members came from everywhere -from elementary

schools, from secondary schools, from universities, from industry, etc.,

and their preparation varied,as areatly as their origins. What pre-

se vice programs. existed tended to he those preparing elementary and

secondary school personnel. (Education apparently had decided that it

WAS imnortant to teach elementary and secondary school teachers to

teach but that any ne could teach college as long as he had
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at least to some degree, the st

The notion that-

146

ratter discipline.)

specialty could teach college probably

er degree in the teachino

not without some validity

since, for the moPt part, college students in those good old days,were ,

fairly well pre- elected for maximum probable success. If they did not

succeed at the higher institution, the fault was in themselves and not

in the methods of that institution. Fowever, the post-secondary, pre-

baccalaureate institutions of the 60's and 70's are faced with the

challenge of teaching alarge percent Of non-traditional students, many

who would have previously been pre-selected out of our institutions of

higher learning. Now, therefore, we are faced with the challenge of

preparing faculty members to teachstudents with awirle variety of ex-

periences abilities, attitudes And goals.

LITERATURE RFVIEW

The purpose of this paper is to examine the nature of pre-service

educational progra s which prepare faculty members to teach.in the post-
-

. secondary, pre-baccalaureate institution. Pre-service educational

programs are varied, including degree grantin programs at all levels

from the Associate Degree to the Doct ral Degree, short programs Con-

ducted by the inst tution for new .teaching _-culty m mbers and intern-

.ship programs. nur search _f the literature _hcovered programs beina

conducted at each of the three levelS'.to prepare instruct

to meet the challehae of teachin0 the uniq

institutions. however, ther

which_have a

associate degree

flical Tns-

nal p_rsonnel

student common to (these

y a few programs at each level

national scope. Programs ranee f om the two-year

in vocationaj-cchniral educat n at the tate Tech-
,

ute at:flrimphis, Tennessee, thrntiqh the Pachelor of F'cience
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Degree in Technical Education at the University of Akron. in Akron Ohio

(as well as the Master of Science in Technical Education at Akron), to

:the national Doctor of Education pro ram for community college facul

at Nova University in Et. Lauderdale, Florida. In addition, programs

such as Burlington County College's (Pemberton, New Jersey) faculty

pre-se:, ice program or the year-long,. (a_cademic) faculty institute at

Pima College (Tucson, Arizona 1969-70) are examples of institution-con-

ducted activities-to prepare .newly hired faculty to function more Niahly

in the institution as an instructor.

W. L. Ellerbrook surveyed the literature to determine what recom7

mendations could be made concerning suggested preparation o_ junior

college teachers. Ellerhrook's paper cited studies by Pugh and Morgan

(1943), the American Council on Education (1949), Dolan (1950) Wbod

(1950), Jarvie (1956), Hillway (195A), Koos (1960), and Thornton (1966).

He concluded that there is agreement that junior/community college

structors ought to acquire knowledge concerning the history, philosophy

and uniqueness of the -unity/junior college, the curriculum, the

psychology of the adolescent as well as the expected subject mutter ,

competence.

Edward Cohen reported on a .study conducted under the funding of the

Education Professions Development Act concerning a proposed magter's

college for the preparation of junior college teachers. The inves iga7

n has three purposes: first, to detail Sug ested educational

specifications for this junior college teacher preparation program;

second, to specify the suggested academic requirements for the program;

third, to propose the establishment of specific locations where a pro-

grath of this scope could be accomplished. Cohen emphasized the enhance-

ment of th- instructional/teaching competencies of the students of the
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proposed program. Along with this emphasis would be an attempt-to

provide the program's students with more familiarity with learning

_ategic in assisting their students to maste-,- learning. Pe also

_noly suggested a ore generalized curriculum approach. This

approach would consciously incorporate values in the curriculum along'

with the need for general-education that would relate to major societal

itsues and would organized along interdisciplinary linps.

Cohen si= forth the assumption that current programs for the prep-
,

aration of community college faculty members is inadequate. He seems

to say that the present teacher preparation departments of institutions

a e not as aMenable to change as theYshould be in order to develop
y-

adequate programs. Therefore, he sugge:ts the-establishment of graduate

centers to systematically prepare community college teaching faculty

membert. The centers he proposes would be established in institutions

such as Western Washington State C011ege, the University of Miehigan,

Rutgers University, Richard Stockton State College, and The Claremont

,Coileges. While these centers would be somewhat autonomous, they would

also benefit from the-resources of...the host institution.

A research study supported,by a grant under the Vocational Educa-,

tion Act o,f 1963 entftled A VOCATION1L-TECHNICA4 TEACHER TECHNDLOGY

CENTER- -THE DEVELOPMENT OF A MODEL, resulted in a plan for a model

facility to update vocational-technical instructors. Developed at

Rutgers--The State University of New Jersey under the direction of.

Dr. Milton P. Larson, this is an architectural model and could be used

to implement Cohen's proposed gradUate centers.

Paul U. Carnell's report on the second year of the Cooperative

Tntcrnship Program described the project's objectives to prepare and

upgrade coMmunity college pro pective teachers and those alreadV
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employed in community colleges. Twenty-one interns were selected and

\admitted to the Graduate Division at Berkeley:- Carnell concluded that

the internship program was viable and that it not only made available

to the California-co ity colleges better trained teachers (especially

inregard to working With minority students), but the host i stitutiOns

benefited from suggestions and recommendations made by the interns The

program also showed how a similar approach could be used for in-service

training of exiSting faculty.

Burlington County College conducted a faculty pre-service program

during the years of 1969 thrOugh 1972. Hammons reported that prior to

1969,there was.virtually no literature regarding in-house pre-service

trainina otnew teachers for the community college. The Burlington pro-

gram, seven weeks in length, focused on the basic required.knowledges

and skills as well as the attitudes necessary for the community college

faculty member to assist students in learning to master their desired

and/or necessary'knowledges skills and attitudes. Out of the-prO ect,

Burlington developed a set of validated pre-se--ice program learning

jectives and a checklist of items to send to new community college

faculty members/prior to their assuming their duties on campus. This'

careful and consistent documentation' allowed others to develop their own

program of pre-service training with a minimum of effort.

1

During the pame period that Burlington w s involved in the pre-

0

service training.program, a sister college / Fssex County College, was

involved:in training college graduates to- teach in the urban community..

L college with its .characteristic population o students from mino ity

0

groups and lo income neighborhoods., Raymond Proctor reported that the

intern program in conjunction.with Rutgers University was successful on

several fronts. The most significant succeSs was in the reductio
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r
the drop-out rate of students ta na "re g staffed-an

part by the interns.

The internship programs of Perkeley and Rutgers included

inst uct'ion and experience ip the psychology of the community college

student with particular emphasis on minor _y or non-traditional

student, curr culum considerations, teaching methods peculiar to the

community c llege, innovative technIques and group interaction.

Gordon and Whitfield developed guidelines for the.training of in-

st uctors with a particular eMphas s on junior college 'leaching. The

most significant recommendation was to encourage the use-of the on-campus

nship approach. This woUld ensure that the Prospective-teacher andinte

th: needs of the college are compatible. They reeognizedthat the junioi

college and voca_ional-_echnical instructors needed competence InInstruc-

tiorial methodology, strategies and use of iedIa, along with the ability-
.

to deal with the diverse student abilities and to communicate effectively.

Th- Nova tmniversity National Fd.D. degree program is a pre serVice

program designed nly for those faculty members who are already em-

ployed in-a co-:unity college or technical or vocational institute and'

who want to.effect a change,at the institution. It also presumes ,that

.the individual will funct n a different capacity than aE present

after completion of the degree. Therefore, this program is considered

both p ervice as well as in-service.

Gilbert surveyed selected univers ties in eight di .erent ttcs

well as meeting with state and district junior college boards in

several She reported a strong t end toward the professional

training of commun ty college teachers which involves direct community

college experience. 'In addltion, she recommended various courses that

Would De benef cial to the aspiring community co]1eqe instrugtor. Per
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,

recommendations (similar to those of Ellerbrook) are also useable-as

guidelines for the development of a community college.instructor train-'

ing pr g

Glenn described a two-year associate degree teacher preparation,.

program in which the prospective vocat onal-techniCal in-tructor can

receive credit for prior work, teaching and educational experience.
0

Basualdo and Mann also reported on this program. The program includes

courses on the principles of vocational-technical education, curriculum

development, instrUctional development, vecati nal guidance,'and directed

v ational-technical teaching experience. In Addition, they Strongly

recommend Courses in the principles of adOlt educatin _nd a semina,r

vocational-technical education.

Sugarman reported on an intensive three-week pre- vice institute

for n_ ly employed or first-year technical education instructo45. is

institute was followedup by two Weekend follow-up seminars with- adcF

al field experience occurring at the institution in which the

ticipant is employed. In the same report, Sugar-an d ibed

Bachelor and MaSter Degree programs in Technical Education a the Uni-

versity of:Akron. The B.S.T.E. degree consisted _f approx ately 45%

individually programmed teehnology related eourseS; aPproximately 321

general studi

cour

_ courses; apProximately 14% professional education

gpared to the two-year colleg level: approximately, 6% e'lect ve

courses, and approx ately 3% related occupational experience.

In all of the articles d above theie seems to be a genera

cols nsus that the individual nseded by the post-secondary instiuti

(i-o- -the ommunity/jun or collene an

tute) must be a

voca l-technical insti-

Of the special characteristics
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have been [orcud to create their own programs of teacher Preparation,

(111_11 "I,00t-trappinu," designing what won needed on they wen- along.

While thiu has not been the most comfortable state of affairs', especially

nstqutions involved, it is the oninion of thb authors of thistor the

paper that post-secon ary institutions should not reactily discard :his

seemingly chaotic model for a single n onal pattern of faculty train-

ing. Models of this latter type have a _ossinaly Similar history;

thy take ane exceptionally long period or -ime to achieve general

acceptance; they are usually obsolete by t time they are implemented;

they become part of an establishment and t ke forever t_ change. The

fact that one cannot identify a single model for pre-service, pos

secondary proparation should not

a source of strength.

Withgeneral demographic patterns and

be viewed AS a weakness but rather as

conomic forecast for the

HO'Fltenclingto,...Yardsthecronservative,theiexplos on in numhers of post-

secondary institutions,.has slowed down and e may expect Some forms of

retrenchment in the next decades. However, predictiens are that

_,(2condary instit- tions will continue to exp_rience growing demands for

the :ype of service they have-been able tlo f er--a flexible, responsive

employing flexible, innovat aiming e

unlil:ely that 5uch institutions can crfitinue to respond this way if a
.

pre-ervioe training model hl,mes established. Post-secondary

inntitotionn, particularly in-the i;-.1!chnical and nocational ereas,, will

cOntimuo to drtiw on ind'ustr-y ane -.le actual labor,force for many Ofits

lnrrclsp in thc ratio of part-

It is

time' t(51u1.1.-tiMe instructors PI 1i/ly1 technology will contin6e to

brovide new options for,edur
j

_nal services; research will continue to

pr,ividc new informa 'on On earnirg.



rhaps the mo.:

i s tiyr ctitinui1 ty ci tiijiriq ntint rcni.iL

t cui r i i t

more women, rd ired thd!:e nefdi

Is will face

ri i n i etc The

pciu1 needs of t};njo cinejno i.cs of- student- Ifter require

special norvicon on the pun t of the facultv of our rw- -m,condnry in-

stitu

The most,

plicit rather _ an explicita r ovmu'nut away

ant trend our literature search uncovered was im-

view of pre-service

training as an end, accon lished outside the institution and " 1

-" of the faculty member. Inotrad elere mopears to no

acceptance on the mart of p -secondary lust tutions of a train ing mociel

n and

implementation of the proora- . and (2) incorfrratrs ma y of the features

th7 ) gives thn institut I itself much control over the

of in-se programs, primarily the concept of continual qrowth and

training of faculty in both subject matter and teaching skills. It is

our conclusion that while these con epts are not explicitly advocated in

the literatu _ on pre-s vice t aining, they are a p_rvasive element

which becomes very obvious in the literature on in-!3. vice training.

such concept-5 are at the core of most current faculty development pro-

grams which ointly with the faculty member for an

anToine program of individual personal growth.

Many institutions have accepted the res- nsi ty for in-service

development of their faculty. some have removed he objection of beino

their own n "-lizinq agency by affiliatinc ith a local university.

(The univerF ty grants credits and degrees, the program is jointly de-

-s gned and much of the actual practical experience takes place at the

post-secondary inst tution.) Others have avoided the auest- n of

179



academic credit ent

I

-(21y, tvino development niogram Lo

advances on thfl sahoy scale.

RECOMMFNDATfON:;

Summarized, th, reccmmic.! o' this review are as follows:

l. Pre-!3ervice profIrams should remain "unstandarrized," 1Tonrlive

to the local. needs or __110 institutions involved.

iw;titutions iThould have On Important role in the Je!..;i011

of sit:). program Itid in the control of their implementaLion

3. Existino pre-!-:ervice pr,,oromi, should become port of a "lifo-,

long" growth concept; thr, proorams Fiheuld he inteorated with

the on-campus faculty development program ana viowed AL; only a

first= step.

1 8 0



156

BTPLIOGRAPHY

Amw.ican Couric il on hAncati ri, 14, TED: 30 00 TNS7 ECTORS POP COMMUNITY
COELGM Washington;-1949.

Basualdot Eugenio & Mann, Edward C. A TWO-YEAR ASSOCIATE DEGREE IN
VOCATIONAL-TECHNICAL TEACHER EDUCATION. State Technical Institute at
Memphis, Tennessee. Unpublished paper, 1976.

Hu lington County College, Pemberton, N. J. DEVELOPMENT OF A COLLEGE
CONDUL2TED FACULTY PRE-SERVICE PROGRAM, 1969-1972. FINAL REPORT.
ED071747. Pemberton: Burlington County Colleoe, 1972.

Cal tornia _niversityt Berkeley. FINAL REPORT om TIlE smoNn. YEAR OF THE
COOPERATIVE INTERNSHIP PROGRAM FOR COMMINITY COLLEGE INSTRUCTORS, 1970-
1971. E0072001. Berkeley: California University, School of Education,
1971.

Cohen, Edward. FACULTY FOR TEACHING-LEARNING: PROPOSED NEW GRADUATE
CENTERS FOR THE SYSTEMATTC PREPARATION OF COMMUNITY COLLEGE TEACHERS.
ED0311133. 1970.

Dolan, Francis II., TUE PREPARATION OF JUNIOR COLLEGE TEACHERS. 1

published Ph.D. dissertation, Colorado State College, 1950.

Ellerbrook, W. L.' PRE-SERVICE Ann IN-SERVTCE TRAINING OF .ThNIOR :JDLLE r
TEACHERS. E0026901. 1968.-

E!-;sex County College, Newark, N. J. DIRECTORS' EVALUATIONS OF URBAN
INSTRUCTIONAL TRAINING AND DEVELOPMENT INSTITUTE, ESSEX CDHNTY COLLEGE.
FD077,910. Newark: - Essex County College, 1971.

Gilbert, Marion L. A sTuDy OF COMMUNITY COLLEGE TEACHER-TRAINING
PROGRAMS IN SELECTED JNIVPRSITIF.S. ED104491. 1971.

Glenn John W., Jr. A NEW CONCEPT IN VOCATIONAL-TECHNICAL EDUCATION:
THE ASSOCIATE DEGREE. E0092789. 1973.

Hillway, Tyrus., THE AMERICAN TWO-YEAR COLLEGE. New York: Harper and
Brothers, 1968.

L. L., "Making Thinq More Effective." Fifty- 'fth Yearbook
of the National Society for the Study of Education, Part T, Chicago:
University of Chicano Press, 1956.

Koos, Leonard V., "Preparat_on for Community College Teaching.
JOURNAL OF HIGHER EDUCATION XXI.( und, 1960), 309-17.

Martio Delbert William. ELEMENTS IN THE PREPARATION OF COMMUNITY
COLLEGr INSTRUCTORS IN COLORADO. Ff009296. Colorado: Colorado Sta-
University, 1973.

1 1



Puyh, Uovid D. & Morgan, Roy E., "Vacuity Needs and Reonirements."
JUNTOR COLLEGE JOURNAL, XII-r (May, 1043), 427-35.

tlt-ecr, The State cniversity. TECHNOLOGY ESOURCE CENTER FOR
VC.CATIONAL-TECNNICAL EDUCATION. ED019435. New Brunswick: Rutgers,
'The State University.

Scigliano, John A. and Parton, George M. RRACTICUMS: NATIONAL ED.D.
PEOGRAM FOE COMmUNITY COLLEGE FAcUETY. and NOVA UNIVERSITY NATIONAL

PRO(_;VAM POR COMMUNITY COLLEGE FACULTY. ED0P1417. FlOrida: Nova
University, Fort Lauderdale, 1973.

HiecIrmon, Miehoel N. & Charles, John. THE PREPARATION OP TWO-YEAR
ccLLEGE TECHNICAL INSTRUCTORS AT THE UNIVERSITY OF AKRON. Unpublished
paper, 1971,.

'Thornton, James W., Jr. TUE COMMUNITY JUNIOR COLLEGE, 2nd Edition:
Mew York: john Wiley and Sons, Inc., 1066. ;

Wnod, R., "ProfesSional Pernonnel for Community Colleges."
JUNIOR COLLEGE JOURNAL, XX (May, 1050), 513-22.

182



CALPI1 NHELoPMENT IN THE

Center

NITY C LLEGE

James I Hammons
the Study of Higher EducatIon

The Pennsylvania State University
Pennsylvania

Inasmuch as another paper is focused on pre7servt preparation

of ull-time com witty college faculty and in-s-rvice programs for

a d j u n c t fac lty, this paper will he limited to a discussion of those

t-kon by an individual college in planning, implemeriting

and ovoluatinl a college sponsored faculty development program for

-ell-tin-v fa ilty nenthers. The purposes are twofold: 1) to provid

n hase of inlurmnat ion about: facutl cy development, and ') to

highlight some of the gnesti-n- and i8s es surro ldin ulty

(levet pment..

The paper is base] pr una ily in the au lor'- experiences in

working with faculty at more than 50 colleges across the country,

althongh it does bene the thorough review of the literj_lture

of mmanity college staff development (WNIlace 1974) earlIer corn-

ni ss ictillil by the writer. The -lper itself re-presents a first

at rdiug many of the work pr-viously spoken at several state,

regionil, and nat.:if I noel in-

a ntal stage and tl fore leg

with

I- is admittedly in a develop-
r

'Itli basic definit ions -id ends

ial I iir edients of a successful facul y development pro-

am, at least as extensive as the author has been Able to identify.
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DEFfNiTiONS

Due to the plethora ierms now heing used which relate to

faculty developu7Nt and the potential

intent in that -plethora, a brie

might he in order.

AL pro-

onfusion over definttion,

se to distinguisl_ among these

there aro zt, lc st four terms bring used which have

the word "devel-iment" in their titles. They are: faculty develop-

ment, management de--lopment, staff development, and organi tional

deve I oprnn t. in every instance the word development van he thought

as be in) synonyll us wirh imptovem, impr vemert measured in

terms of increased eff (do[lw, thinwi 1 t or) and effectiveness

(doing the ri,ht things better). Thus pro n specifically aimed

at improving faculty off i ciency , d effectiveness are called faculty

development, whiL! prc _ams directed at those _-faculty persons

whose function is to manage a college are termed management develop-

in most -I

clear. The notice )le except ion involves the department division

chairpers may he eoiisiderecl as eithe- facoltY. management,

hoth--dependire, en who Ls mal(tng the dot ision.

The terms faculty_devclopment and m nigement deco I .opment have

been with us ror ,ome Lime. However, in the last five years a new

the distinction ii these two is rather

ii has gained prominence--sraff development. It provid .= an

.Il)l)rol)rIIt 1.11w1 rOr prOgraMs whicl art! not oriented to faculty

narement exel usively, hut are intended for all persons

staff t in college, including such diverse examples as the p -t-time
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rui str;iL tim lerk, the referenee I ihrarial d th. 1)oird ineml

More dI1L Iy st ait mjtIlI has keen t'oueeptualied as being

both personal development improvement ot peppletheir attitudes

iiotit themselves, their tubs. their personal lives) and profesicimial

development (improvement if jobiclilid skills, knowledge and

it:uidy

The term or olisatici 1 dovelA lent is used to r to other

cha -'s '(here equote(i Lo mean improvement) in the orlind_zati

si met urcu -f the college, and its uljmaty. Its usu in recognition -I

'the laLt

changes in

f development t sufficient in f that

ninization may also be needed bu lore the to liege

can function effectively. In this context, tional structure

refere to such things as: the a II ocut C Ion of authority and rospcins

b I lity; the eetablishment o: clear gonls and toinmuil hation networks;

the ix iqtenCe of clfimt ive dcc ision-making processes and tet_liniques

for so lying p rob I ems ; procedures f)r managh ng and resolving conflict;

and thodn td ass ning prjoi it ies . ()rg:uitIZOL ienal cl Lnmato otto ins .

t() that intangible, hut t tit 1 c I I ly important: "sowthing"

'ILvo lops as people work to -ther- -the "feeling" which pervades an

org-in and which dotermines rimong other things, the morale

the sLOIt. it is ile author's content ion that both org n izat fond l

and stall cii Vi loplilcut are nt eded. hout the' m1 tii r is

histdficient since noihing of lasting value will come mom an elfor
1

to develop the clmpetencies of the staff unl ess a ied by an

eqirl .1v virons oft( -t to insure Lluit orgiil Izat ioi
1 strut tt e and

climate keep pace with indiv dual develop ent. Unfc tonatelv
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are already able to point N 1nst-;1 LILt i-ns whlch have mounted stror

staff development

development aspects.

Conceptually, the rel at nships botwe,n organizational

development. sNi rr devel pmet faculty development, and manage-

ut have neglected the organizational

uttit d .ve lopmenL can he shown as foil(

ALL
OMER
STA FF

VELO

186



f n the pit -h i cl 1 co

162

only one aspect f he mode l

addres 1 that of faculty clOve lopuient . "We begin with a discussi

of the ration-le hoc Cactiltv development.

RATIONALE FOR FACUUN_DIWELOPMENT

As shown by Wallace (1974), much of the growing li er tu

faculty development has dealt with why college fa ulty members need

oving. An analysis of this 1iLtukturc yields numerous rationale

I r faculty development like the following:

Most of the present faculty were not initially prepared to
teach ih the community college due to a lack of prepro-.
fessional anUN-e-service programs to p-,---e them or the
inadequacies of those which existed.

Few community colleges hnve_developed valid in-service or
pre-service programs. Thus, little has been done to
correct the initial lack of facultY preparat on. -

3. ,Even assuming that community college faculty were competent
to instruct traditional students, thero is no reason LO
suspect (and overwhelming evidence to refute the claim)

they are prepared to cope with the needs of the "new"
or "non-traditional" students'now enrolling in community
colleges..

Them is a need for increasing effectiveness and-efficiency
due to competition for limited tax dollars and growing
public demands for accountabflity.

in the last few years, the,grodual development of a tech-
nology of instruCtion, including both hardware and software,
has greatly acdelerated. In the last decade alone we have
seen the emergence of "systems," P S.I., audio-tutorial,
cognitive mapping, human potential training, tape cassettes,
and video cassettes, and now video discs. Most faculty are
unaware of:these developments and their p- -ntial for
improved instruction.

6. A d cline n . the birth rate and a long-term trend of
decreasing college attendance has led.to i "steady-state"
environment characterized by lowjaculty turnover and the,

,nition that needed changes will come ahout:through
the efforts of preson staff rather than through employment
of new persons.

1 8
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The recont redefinition of the student clientele of the
dommunftv ..ollege as heino other than the l8-21 year old,
and a trend toward taking tho college to the studenr--into
stores, intp prisons, into factoriesis redescribing the
teaching role.

3. A need to adapt co the idea of Change itself as the new
status quo is demanding adjustments in attitudes, valuos,
and perspective for many-faculty.

p.

,

A growing recoFnition on the part of most faculty that
they hav training needs, and an expressed willingneSs and
desire to participate inyiable faculty development pro-
grams on the part of many..

a

The InsttWo points are worthy of elaboration. In its short 75-

year hist'orv, the community college has demonstrated its nbility to

change in oder to meet new needs as evidenced by its meamorphosis

frol-.1 a solely college-prepar, .ery institution to one also offering

0,cupationni training, and, subsequentl, continuzing and adult eu-

More recently. it has begu-_ to operationalire a previous
.4=

philosophical open door, and nt present it is striving o earn the

word "community" in its title. Its success has been'founded on

chauge and its future will lie in change. But its ability c(.1n-

a

tinue cc change depends on many things, clfief nmong theth being the

ability of the staff to change or "develop."

Fundamental to anv. faculty development program (if it is not to

become an experience in futilitv),is the recognition by the faculty

of ths need for improvement and-their wi'llingness r partieipate

faeultv.develonme.nt activit4.es. 'Fortuna5,c,iy,-there.are both survev

Alta and the experience of numerous:colleges to indicate that most

fic.etv: aro aware of the need to eharie and, under appropi-iate'

condltions, will parlicipare in -a faculty development prograffi which
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the" con:_;ider io he functional, relevant and rewarding.

PFRPOSU OF VACULTY'DEYELOPMENT

06.1-usty very closelytelated to the rationale behind faculty

improvement effortsare the purposes offaculty development. As indi-

af._ed earlier, development can be thought of as being synonymous wit-

improvemui t, hut one might ask, "improvement to what ends?" If the

ends souOlt are essentially improvement of the personal and pro-

ahilities of the faculty so that hoth the goals of indi

viduai faculty members and the institutional goals of the organi-.

zation c'an'he achieved to a higher degree, hen successful faculty

developMent efforts witt be those which somehow satisfy both

individual needs and institutional_ concerns. The trick of balancing

the two is to insure that the needs.of-each are Teflected

grams, the topic of the next section.

PROflRAM CONSIWIZATTIIN9

Thu rubric "pregr'am considerat )n, can include,a mutt:4tide of

topics. As discussed here, it will address procedures f deter-

mining program eon:enr., topics oommonly included, tochniques of

imptemcnting the progrilm, scheduling cr-

provisions fwr staff dive. opment.

Procedures for Deter,11 in-. the Content
of a Facul_ty_pevelopmopt. trogiam

ConOiderahli: experience has shown that programs ior facnit-Y-

...rations and institutional

development will cf,

their own person

, desip,n them ac; ng to

reality, failing to take into account--
,
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Knowle_w of the multi-pt poses of the community Lullege,
specifically:

Transfer ei ion

Adult and continuing education

General oducat 1cm-

Remedial and developmental programs

Vocational-technical education

Knowledge of theeharacteristics and needs of oommu ity
college students-

Role of student per onnel services, especially guidance
and counseling

Needs Related to the TeachinLearning Process

Writing-instructional pbjectives

Writing test items

Criteri refereneed evaluaCion

Developing audio-tutorial instructional materials

Utiliz ng cognitive mapping

Selecting developing, and using multi-media learning
resources

-oDeveloping and using self-Instructional modules
a

Techniques for evaluating instructional strategies-

Applying research findings on teaching and learning

increasing student motivation

Accommedating different learning rates.

Orienting students to individualized instruction

Using a systems approach

Developing better course outlines

Conducting research related to teaching/learning
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uring interdisciplinary harrIng experiences for

students.

Helping stude Ls
and beliefs

_ explore

Jastory lea ning concepts

Hintz

ives; attitudes

pup pro _ss skills in class discussion

Grading systems ipatible with instructional objectives

Less favo ed techniques for det rm ning needs a e to rely on a

OIM j C ment, administrative suggestions, random faculty .

Input, or data from regiona and/or national surveys . In general,

while each of these has some uility in delineating faculty develop-

ment needs, none are sufficient in themselves and some may jeopardize

the success of the program.

Topi_cs to he Included

Happily, there is a corr lation be 'en Identified needs and

topics often included in -service programs as a review of the

topics included in several representative faculty development pro-

grams will indicate.

PimaColm

Course modularization

Instructional media development

The computer as a testing jevice

'Test construction and evaluation techniques

Alternate learning systems

Teacher self-evaluation

Advising and counseling
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The use of A-V equipment

Parkland Community Collee Cha a Illinois

entation tor new staff

Problems and issues in the ad inistration of Parkland
College

Lnstructional objectives

Current issues of the community college

Ethics and education

Individualized instruction

Deschooling society

Applied learning theory

Computer assisted Instruction--Project Plato

Interaction skills

The textbook and your students

Educational media

Small group leadership styles

Cognitive style mapping

Human development seminat

Test construction and evaluation

Personalized instriwtion (P.S.I.)

Practical learning theory

Colby Coüiniunity

Improving instruction

Transactional analysis

Learning styles
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Gaming and simulatio

El_ Paso. Community C(211.2221sp, Tex

tfle role of the c nmLity college

History and philosophy of El Paso Community Gollge

ems approaL es ta education

Writing and measuring -bjectives

Develooiug learning _7

Techni ues ofTmpjamencing the Program

Unfortunately, there is no hook containing ma',

techniques for conducting successful faculty developmLnt programs.

A few ideas gleaned from field exp rie---- which might prevent

"reinvention of the wheel" are:

Clear statements of program obje tives commontc_ted to all '

involved (facut) , administration, consultants, etc.)

Timely and well-done publicity of planned prorams

Rational planning regarding the human needs of paiLicipanis
(beginning-e.nding times, breaks, tefreshments, lighting,
temperature, etc.)

Adequate prior plahning nec_ sary equipment and supplieS
present, appropriate seating, ete.')

Minimum time with tr a (announcements, welcomes by admin-

istrators, introductions)

Reputable, eXperienced leaders

Use of common sense regarding mode of presentation

To oo-nent on the Last two items: In college after college one

hears the same sic! story of a consultant who "set ug back MO year
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Once needs hav- heei 'dete lined and topics set

Regardless oC wh your pr

d persons.

is a local staff member or an

outside consultant; the- individual selected has got to be good.

few do4lars spent oti phone calls to referenCes or anextra $50/day

to get a sure winner is money saved in the long run.

Common sense in selecting a mode of presentatIon refe to such

tices as a-tually involving faculty in writing objectives when

the topic is "Instructional objectives, or learning about indi-

vidualized instruction through exper e cing it rather than being told

about it Beware of "name" persons who are unable or unwilling to

tailor their style or preSentation co your particular situation.

Soheduliog_Considerations

To the author's knowledge there is no solution to the scheduling

problem which will be satisfactory to all students fac lty and

administration. However, there are some compromise accommodations

which are being used which appear te have merit. These include: one

or two days set aside at the beginning, e d, or during each ter

times when the number of scheduled classes is at the minimum, _

Tuesday, Thursday afternoong or weekends; brown bag lunches;

retreats; and, for departmental or divisional p_ grams, building

into the schedule a 1-4 hour block of time when no one in the group

will be scheduled to teach.

Note: As discussed later, it is tint necessary to include all

faculty. Often participatIon in an ipterested minoriy

is prefe able to attendance by a disinterested majority.
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Inst it utioiiil Provisions for Facult_y_Devej_o_p_ment

Thus far, the f the discussion about faculty development

has been on group-oriented programs. 'However, faculty development

should no-- he 1iri that narrow definitin. Faculty development

can, in fact, and of en should, be approached from the perspective of

individualized faculty development plans. In particular, this approach

avoids the limitation ot assrning that every ne is at the same stage

of personal and professional development and that one particular

prornm will r-eet each individual's needs. To implement this approach,

three essential elementsare required. The first is a clearly defined

statement regarding the role of faculty at the institu on--a type

of faculty job description. The second is a meeting between each

faculty mecnber and his/her chairperson regarding strengths and weak-

nesses in accomplishing the ta '- outlined in the position des-

cription. Out of these discussions should evolve specific als for

profess onal arid personal growth. Third, a plan is needed for

evaluating the extent to ghich gro4th has occur-ed, including

criteria and dates. One institution following this type of pro-

cedure is College of the Mainland in Tex .)

There are a variety of ways in which colleges are providing for

faculv development:: A listing of tholse encountered by the author

follows:

Trayel.funds to attend professional meetings, workshops and
ocher collegvs

Funded faculty fellowships to pursue extensive curriculum or
instructional development activities, particularly during
the summer term
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Released time during the s.hool year

Short t rm leaves (with and without pay)

Sabba icals, (including ones to develop instructional materials)

Tuition payment for graduate work

Awarding credit toward promotion for faculty development
activities

Providing aicopyright policy which encourages development of
instructional materials

Sponsoring on-campus semina s and workshops

On-campus university courses

Faculty.excllange programs

Provision of adequate support services to include:

a professional development library
mediaiproduction
testins services

Employment of a full-time fa-ulty development person

Carefully Planned faculty pre-service programs (for suggestions
regarding a design and implementation, see Hammons, 1972)

A faculty evaluation prog am based on improvement rather than
judgmental. concerns

However, if -programs are based on faculty needs, if programs are

properly implemented, if satisfactory solutions to problems of

scheduli g are derived and if adequate provisions are made for

faculty development,there will still b& faculty who elect not tO

participate. The next section discussva some of the Issues related

to this.
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One of the most

development is, "What are

P-
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nlv raised quosions related to faculty

in which staff can be motivated to

-ipate, especinlly the older fac lty

the heels

the

Following closely on

his questi_n aré questions such as, "Should p

be voluntar contr

ultv evaluation proce-

insibility and "Should

nure pro n, salary

related to the factltv development program and 'if so, how. These

are the meaty questions which this section addresses.

Motivation

-Like learni-- motivation is unique and -personal to each iadi-

vldual _and situation. Consequently, any single attempt at answering

the quesbion "How do you motivate faculty to participa e?" must

necessar lv be suspect.

If, as Campbell et al., 340). suggests, motiva 'o- fncludes':

The directiori
do when presented with a number of possible ernatiyes.

The am fitude or strength, of the response ( e., effort) once
the,choice is made.

The :ersistence of the behavior, or how long a person sticks
with it.

of , person's behavior or whir one ciooses to

then the task of motivating fa-ultv members with respect to faculty

development is chat of causin, them to elect faculty department

activities over other possible activities, and to actively participate

in m for an extended period of time. Clearly, th question is-

how?

ibs
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Masi, st tc that indiv1.c1ul needs va y. Herzberg theorizes

that they not only vary, but a(fect different lndividuais d ffeTontly

(that is, some needs which, if achieved, wonla be viewed by some

persons as sources 1 dissatisfact ioa aro sources of satisfaction

others). Thus, what will work with faculty membot may

work with another. It is no wonder, then that motivational efforts

of -ulleges range the continuum from "we pay for part ipation" to

require participation." Between theSe extreme_ 1i a potpourri

of suggestions. One such suggestion is to make participation one

of the criteria used in staff evaluations and awa d college

(institut onal) credit toward promotion, salary increments, tenure

and retention. Still other colleges ?refer to place less emphasis

on extrinsic motivators and 'instead attempt to encourage attendance

by involving faculty in planning, by insur rig that only quality

programs are presented, by attempting te individualize faculty

development as much as possible, and by evidencing strong adminis-

trative support to the faculty development program.

Voluntary =filfguired Participation

There is no ques ion that partieipat on in facul y development

can be made mend tory

agreements. The author has repeatedly encountered examples of e c

or negotiated into collective bargaining

However, if the concern isnot with numbers in_attendanee, b_= rather

with numbers us_ing ideas or skills to which they -'ere exposed

during faculty development sessions,.the arguments are heavily

weighed in favor of voluntary involvement. In this regard, a
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question the author is often asked by adminis ators- is "Should the

ad-inistration go ahead with a faculty development program if the

Faculty are he tant?" The answer given i "Run the program even if

only five faculty participate. Do a goo_ job get hard evaluation

data to support r sults and dissemtnate excerpts from the evaluatIon

to all acu --with the announcement of the next program. 'Then,

after the first year, reassess the sItuation and go from there."

Relationshi
to he Eva lue

Faculty_Development
on Process

As alluded to previo_ ly, if the purpose of faculty evaluation

developmental as opposed to judgmental, there is, or should be,

a close tie between facufty4evelopment and. faculty,.evaluation.

Ideally, both sh uld haVe the same goal of improvement and both

should be recognized when appropriate rewards such as te_ure and

promotion are considered. But regardless of the position taken on

the issue, whatev -elationship exists should be kno__ to all

faculty betore the fact.

ADMINISTRATION OF THE PROGRAM

Thus-far, we have considered the content of faculty develoOment

prograMs and ways of encou _ging faculty to participate.

will examine Several of the wayg in which different coil sas

administer their faculty development programs, revieW funding

requtrements, and'discuss several staffing considerat ns,
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Administ i ye t terit_Fl
_ _

The administrative _asks of planning, implementing, and evaluat-

-
ing faculty development programs are p.resently being bandied in

numerous ways, u.ch _LI, its advantages and disadvantages. The

more common administrative arrangements are discussed below in.the

'order of frequency with which the author has observed them.

Then . "In-service training should be the -

..11 every - "responsi.i___ty of every ,dm_nistrator. .iis statement characterizes

the viewof most presidents and deans, and is definitely the most

prevalent view or approach practiced. Its logic is hard to refute.

Staff development should be the responsibility of every manager=

Further, since it involves no additional personnel, its coats are

lbW. Additionally, since it is the customary way of do_n hings,

lt introduces no threat of change.

On the other hand, few of last year's "faculty-converted-into-

chairpersons" have had little,if any, p.aining in faculty develop-

ment and most .are already hopelesaly ensnarled in the mote. accnunt-

able (and _visible) responsibilities such as budgeting, st,

meetings, scheduling, and faculty evaluation--for which they often

haVe:0-similar.lack of preparation. Consequently, th maxim "in--

service training should be the job-of every administrator" can, and

often does, result in everybody's-job becoming no on 's responsi-

bility. Another drawback to this approach is the IlOtential for.

!.

duplication of effort and resources _nless there is coordination.

,at the dean's level.
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The Committee Appro:wh. A recent trend involves

oi u faculty development committee. Like other commit:Lc

ments, it is based on dhree premises:

1. If representatives of those who are to be "dovc
included in the planning, the resulting progran
more relevant.

Faculty involvement leads to better partieipati
faculty.

3. If the ininittee is college-wide, a:coordinated
should result.

In addition to the disadvantages of any committee s

determination and centinuation of membership, leadership

vested interests., this approach has other shortcomings..

problem of assigning general-responsibility exists. Fur

it Is difficult to assign budgetary -responsibility to a

the program is not likely to receive funding except on a

item basis. Finally, committee appointment dOes,nt ins

possession of sufficient knowledge and experience in the

of faculty development.

The'Administrator-iii-Charge. This approach may or

involve the input of an advisory comm' tee. Whether it

it has several inherent merits: With the appointment of

istrator, responsibility is fixe-d. FUnther, results and

more likely to be forthcoming. And, when combined with

advisory conunittee, this approach can ho quite Offetive

6 However, it has at least five major disadvantages-,

iesulting program is more likely to reflect administrati

rather than faculty needs. Second, unless the approach

a 202
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with a faculty advisory commitee, the faculty are not likely to be

meaningfully involved in the Program ahd thus may elect to nOt

participate. Third1 the assigned extra dUties of administrators

do hot always receive as much.ettention as needed. Fourth; there

iS little in the backgroOnd or experience of most adminlstratprs _o

suggest that they are trained in,faqulty development-techniques,

and fifth-,- because of the foregoing problems the:cost of the pro-

gram maybe high compared ith its peoductivity.

The Posi_ion either.full- or art-time)with an Advisou

Committee Approach. As early as 1969, a few colleges cteeted a

staff positIon known as the educational development officer to Work

with faculty in instructional,improvement. More recently, several

colleges have moved to appoint staff persons with broader responsi-

bilities arid have given them titles like "professional development

-facilitator." These a tions reflect a growing recognition of the

need Tor persons to work-directly h faculty in professional and

pe-sonal improvement. The increased acceptance of this position,

paralleling as it does the'growth in average sie -f o-year

colleges and t.he increase in non-traditional students- -suggests

continued movement in this direction despite budgetary cutbacks and

attests to the recognition now being given faculty development on

the part of more presidents and deans.

Reasons given in support of this approach include'disseti

fac- on with other approaches which yielded few result-, an incr a ed

supply of persons with knowledge and skilla in faculty development,

and the positive results from coll ges which have moved i this
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direction. Yet, the approach is not -ithout its problems. Chief

among them is its added cost and the lack of herd data to supp r_

the validity:of the:position. Further, substantiating the effective-
.

ness of the position in a valid research design is dif icult because

_f-----s-possible 'Hawthorn effect" caused by the fact that colleges

.which use this approach are probably not very characteristic of most

twoyear college's: And finally', there is a xeal possibility that

programs will not be relevant to facultY needs-and that faculty

,

support will be lacking,if the position is not accompanied by a ,

representative faculty advisory committee,

As,an aside: once a decision has been made to assign or employ

a person with full-7 or part-time responsibility for faculty develop

ment, questions of ,desirect qualifications often arise. The- author

considers the following as minimum credentials:.

- Teaching experience
faculty)

(essential for credibility with-the

- Training in instructional development, organizational
behavior, human relations, group process, theories of adult
learning and the change process

- Good organizational ability

- Non-threatening personality and good interpersonal skills

- Realistic expectations about what can be done

The Industrial del A roach. there is oneothez adminis7

t ative pattern which is being used enough to war-ant discussion--

the industrial model. It involves the creation.of a department or

office of staff and organizational development, complete with its

own staff, secret rial support and budget. A few of the larger
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utions, most notably among them iami-Dade Community College

(Nor_ have moved thin di et ion. In this approach, faculty

develop ent is but o e aspect of an umbrella of staff and Organi-
,

zational development activities. Administ ative support, budget,

- ,
clearly defined responsibilifiesAndlintreased likelihood of staff

expertise are i.ts obviolls -trengths, while costs and the burean-

cratization esulting when a previously ad7hoc function is formalized

are ts major disadvantages.

Although the writer's biases are toward the appointment of a

full- (or part-) time coordinator with an advisory committee, the

clear assignment of responsibility is the key element. Whether the

assignment is to a person or a committee does not seem to be as

important as the act of assigning responsibility. In recent years

an entirely new approach to managing la ge corporations known as

MBO (Management-by-Ohjectives) has developed around the simple

'principle assigning revponsibility for a task end requiring

mutual agree -nt between a boss and subordinate regarding the end

objectives to be achieved. If the institutions known to the author

are any indiction, adoption of a similar apprOach in faculty

development is needed:

Funding Considerations. It is an odd paradox that 'colleges

which readily budget funds for maintenance and repair of things

(buildings, la- mowers computers, typewriters) are unwilling to

budget a similar amount for maintenance of people. There is no

question that without adequate funding, the chances for establishing

a viable faculty development program are severely diminished. An
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answer to the iluestion, "How much is adequatedep'en s on the heeds

the.program goals de'rived from these., and the means

selected to meet tham.. Unfortunately, only a f- colleges syste-

matically assess needs, establish goals, or consider Alternative

approaches :o reach them. A budget from one,college which did so

might be of interest:

FACULTY DEVELOPMENT BUDGET

Faculty fellowships $15,000

Short-term leaves 3,000

Tuition payments 10,000

Pre-service training of new faculty
including salaries o' staff 6,000

In-service training (external consultan _ 3,000

Facul y travel 10,000

Released time 5,000

Portion of coordinator's s lary at ributed
to faculty development activities .8,000

For a faculty of 75, $60,000 amounts to slightly less than 3 percent

of ins ructional salari:- In a typical college with 75 faculty,

an increase of less than one student per class would pay for the

faculty development program as would a decrease in freshman attrit_on

from 33 percent to 25 percent--both of which are results which have

been achieved from faCulty developmen
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Closely related to the questIon of funding requirementb is that

of allocation or distribution of funds. Logically, judgments

regardihg how to allocate funds should be,based on previous decisions

about the assignment of responsibility for faculty'developrmt. If

faculty development is decentralized to the department or division

'level, that unit should control the budget. If, On the other hand,

faculty development is-centralized, the central-unit should have the

budget. The fundamental principle is that the unit or person

_

-responsible for faculty development should prepare a ptoposed_budget_

and then control the,approved budget. Requiring persons responsible

for faculty development to go begging with hat. in hand to an admin-

istrator each time they need a nickel meánssure death for the

program.

Normally, convincing the board of trustees and state offices to

approve funds for faculty develop _nt is not easy. While these

groups are very much Aware of the large sums in faculty salaries,

'they seem not to realize the nee&for funds to develop and maintain

staff competencies--nor do they realize the cost of turnover. In

recognition of this the sequence which several colleges have success-

rfully used is to first determine needs and desire to partIcIpate,

and then to ask for funds Afterwardl, they carefully evaluate

the program and inform appropriate parties of the results.

Staffing Cons_iderations. Regardless of the decision on admin

Istrative structure, careful consIderation of the rule of various

persons or agencies which might be involved in the program is called

for. These include faculty, adminis/tration, consultants, universit.ies,
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and state of_icials. The faculty r1e is clearest. As the pe-_son

for whom the progra0 is designed, they should be direct_uy inv lved

in all of its aspects from planning to.evaluation.

The role of line administrators is not so obvious- I faculty

development is to be a esponaibility o the line admin ators,

they will obviously peed to lie involved in all aspects of the pro-

gram. If. however, one of the other patterns is used, their function

becomes whatAhe author refers te as-the five "Fs":'

Fostering 7 encouraging and otherwise conveying/support of,
the program

Funding - providing financial Support

Facilitating - making schednling'accommodations securing
released time, etc.

Frequenting - physically at_ending

Following-u - rewarding participation

There is a role also for external consultanta. 'They can play

a significant role in stimulating interest, conducting training,

assisting in planning, "selling' the program to administrators and

trustees, identifying leadership, and evaluating the program.. How-

ever, the author Would argue against over-reliance on consultants.

Local staff should ba able initially tp handle most aspects of: the.

program, and over time, should be able to assume responsibility for

=any of the functions p eviously handled by consultants.

The author adds one caution regarding the use of local staff

as resources. You should always get the b-_t talent avaIlable for

the money you have. Politically, and for other reasons including

faculty morale, it is wise to use 1 cal talent if it is good, and,
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all means, do not go outside when local.talent is available.

Ho ever comMen sett:- is called for in selecting local personnel.

Do nOt make tfie mistake one college d'd and send out a memo stating

"Here are the topicw have selected for this year's staff develop-

ment piogram. Please'indicate the ones you would like to be

responsible for." And tlnally7-yes, you pay local persons just as

you would pay outside consultantswhen their performance can be

clearly identified as a responsibility which is not part of

yegular assignment.

_The_role of cooperating LniverAities and their personnel can

take several forms: consultations, the awarding of credit for in-
,

;

service activities, and,the conducting of se lars, conferences,

institutes, etc.

Thus far, state offices have played minimal roles in faculty

development. The notable exception is Floridawher the state's,

action in funding an additional 23 percent for faculty development

ovel and above operatin&funds served as a major stimulus to

aetion in that state.

We have discussed program considerations, administration, and

funding; it now seems appropr4eteto turn to evaluation concerns.

EVALUATION CRITERIA AND PROCEDURES

Evaluation of a faculty development program is a five-_ ep

process of 1) determining the purposes of the evaluation; 2) develop-

ing..evaluetive riteria; determining procedures for conducting'

the evaluation: 4) interpreting the results; and 5) applying the
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results. The purposes of evaluation may be either summative, thc

oriented toward determining if a program as implemented to date

is worth continuing, or formative, that is, to provide decision-

making:information to those responsible for implementing and

developing the program.

Criteria should be selected which measure the gap (hiatus)

between the staff's perceptions and the-program's goals, and which

Assess the .degree to which'the needs of the staff have been met.

All too often however, needs 1-ive not been assessed and goals do

. not exist, or if they do, they are not stated in measurable terms.

due partially to the difficulty of stating measurable goal's

in the realm ,of professional and personal growth..

Procedural matters deal-with concerns such as when to conduct

the evaluat on, who .should complete evaldation forms, and how the

evaluatiOn
--

should be administered (e.g., mailed guestionnairbs---

yversus intervie -s). if possible, p--gram aCtivities should be

evaluated immediately following each activity, al'hough faculty

perceptionsabout the overall'progrem are hest:assessed at the end
%

of the7program.

interpreting the data from evaluation instruments, informa-

tion on four major points should be.soughL _) How effective was

the pi g lm? What changes Vbould be made?, What -esults were

accomplished? What program ideas were discovered for the future?. /

There arc o cautions to observe in Interpreting the iata. First,

it must be recognized that no program can please "all of the
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people all o1 the time." A fe
/

negetiVe'reactions'when the overall

results are quite yositive ate.always t_ be expected and should not

disturb planners. The second admonition is to avoid making changes

due to Eeedbackfrom o_ly a _ all number of very articulate faculty.

The changes thus undertaken,Tnay be erroneous and counter productive=

As indicated earlier, use of the data is determined by whether

the purpose of the evaluation is summativeor formative. In most

cases, the purpose is formative in which case the results are used

to validate what has been done or to make changes in the program

and to design new activities, not to decide whether to continue or

discontinue the program. Data from the evaluation should also be

fed back to the faculty. If the results are good, faculty need to

know it; if.the results are not so good, faculty need to know what

is being done to improve the program. . To reinfore_ administrative

support for the p ogram, key administrators shOUld not only receive

copie- of all reports, but program planners a e wise to periodically

diseuss the results with them. Results are also good topics for

board agenda items and comments in the annual president's repor

OTHER_CONSIDERATIONS

In addition to matters discussed under purposes, rationale,

content, administration, motivation and,evaluation, there are two

other topics related to faculty development which do not.logi ally

fit under one othe prey ous categories. For convenience purposes,

these are grouped together here. They include, "the effects of

collective bargaining on y development activities, and
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"research findings regarding the effects of faculty deve opment pro-

gra-s."

The Effect of Collective Bar ainin

,21I_DS2ILL_Pl!YtIREEaL

To this writer's knowledge_ there have been only two articles

which have addressed the question of the effects of collective

bargaining on faculty develop ; one by Nelson (1972) and one by

the write '- research asSistant Wallace, be published early in

.1976). Nelson's.article is not particularly relevant here since he

present-d no data on faculty development-provisions In actual agree-
/

ments. However, 'Wallace systematicall: examined the collective

bargaining agreements of 58 wo-Year colleges from,10 stac s-(a

statistically representative sample) to determine thelr provisions

for faculty/development.

:The major findings of the Wallace study were as,f llows:

1) less than 10 Percent of the agreements contained a stateme t

that in-service education was directed toward increasing teaching

effectiveness or that the Board was committed to p -fessional

growth and development of the faculty; and 2) fewer than 15 percent

of the contracts contained clear provisions for faculty pa tici-

pation in in-service activities through the establishment of

perstnal improvement plans or faculty development planning .bodies.

On a more positive side, Wallace did find that a significant

number of agreements contained some provisions for needed policies

to facilitate staff development. Of the 58 negotiated agreements
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included in his study

1) 24 contained so e provision. for .,in-serviee days,

52 contained provisions for leaves of absence without pay,

56- Provided- .for sabbatical leaves,

4 32 con.ained some understandings on tuition reimbursements,

5 34 provided for educational travel and attendance At
professional meetings,

15-included released-time and stipends for the development
of experimental instructional programs,

less than .6 made reference to.other less conventional
deve16pment-concerns like ownership of faculty-developed
-instructional materials, and

8) only 4 did not link placement and advancement on salary
schedules to experience, degrees-received, and. eedits.
earned

The last finding.has.particular significance for faculty develop

ment. As Wallace etated so -ell, "lock-step salary scales-and pro-

motion schedules tied to teaching longevitysnd credits gathered

severely-hamper an institution'S staff development efforts,

they-suggest that the collage . does not consider.professional

because

develop-

ment serious enough to link it to two of the most important faculty

motivators and morale builderssalary and promotion" (1976, p. 10).

The long-term effects of lock-step aslary schedules on faculty

incentives is not yet known, but the short range results are

already manifested in the reluctance of some faC lty to beco e

involved in faculty development.

nterpreting these results, one major Caution should be'.

observed Pun to legal reasons and other restrictiona regarding what

f

ls and is not negotiable, It is possible hat many of the 58 colleges

2 1'
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studied w -e supporting faculty development in ways which were not

reflected in the negotiated agreements.

Also- of relevance to :ads discussion is the author's experience

as a consultant to approximately 20 com unity colleges which had

collective bargaining agreements in effect at the time of,his visit,

and soMe of which hadexperienced faculty strikes prior tb his visit.

Contrary to what some administ ators might suspect he could detect

no dffferefices between faculty 'attitudes to d instructional

imp ovement in those colleges and in colieges where he had worked

which have'no collective bargaining agreements.- In fact, in several

instances, the advent of collective bargaining had been. -,positive

force, resulting in days- set aside for faculty development, separate

funding for faCulty fellowships and creation of a faculty develop7

ment committee.

However, unless both parties are caregul collective bargaining
2

con racts may curtail faculty development activities by so committing

resources to salaries that/little if any funds are available for

other activities or by incorporating rigid agreements regarding

faculty worklo4 which make it v ry. diffi ult to schedule faculty

development activities. Then too, there is always the _ sk thaw

faculty suspicion:,about -administrative "hidden agendas" regarding

seheduled faculty d'evelopment programs or admniscratve fears

about "precedent setting" activities which might Tesult tn new

demands at bargaining time will result in fae .ity development

matters being "po tpdned until next year."

21A
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L ttle has been done tR document _le effect of faculty develop-

ment on either faculty or institutions. ThatAiocumentation which

does exist, IN usually confined to informal, InstitutIonal da a such

as the amount Of instructional slide-tapes oroduced, the hours of

6

television produced instrtYction, or perhaps, ajaove to flexible

scheduling. But this information is usually pot shared or even

produeed as an internal report on faculty development.
4

One insti ution which has at 6mp -d to document3the-results of

a'successful faculey development 13. ogram is Burlington County

College in New Jer'Sey. 'Speaking at Pennsylvania State-Univers

ati a national conference on community college staff develovent

programs, Dr. Harmon Pierce, Vice President for 'Academic andStudent

Affairs, cited ten indirect measures of the success 'f the faculty

development program at his institution:

1. The level.of instructional competency at the institution
is rated as good to excellent by over 87 percent: ofall
students surVeyed in all categories: current, grpOuated,
transferred, dropout, and dean's- List.

Follow-up surveys of studentl transferred,to senior colleges
and universities and employed by Industry and government-
:indicate a hIgh level of performance as'rated by schools
and employers, and a high level of 'Satisfaction by former-
students with the education,provided by the college.

3.- Over 90 percent of all students,surveyed,in the above
categories.rated their instructorshighly and are
enthusiastic regarding the systematic app oach,to
instruction implemented at the college.

4. ,Complaints from,students. regarding t,he teachingcompetency
'of some adjunctifaculty members have decreased markedly
When such faculty meMbers have successfully completed an
adjunct faculty in-scervice Institute.
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5. .

Student attrition between fall and winter semesters
been-reduced,from a. high of 20 percent in the first
of the college to a stabilized figure or 7.0.to 7.6
for the past two years; arid the percentage of freshu

.

students returning to the college for'their second y
has increased over the same period.

0 The iffiage of the college. as -a place whereexcellent
instruction exists has been increaaingly.established
a growing,.constituency of teachers,administrators,,
citizens in the county and state, a'S indicated by re
surveys and informal feedback;

7. Faculty development and the concomitant utilizaticin
instructional technology'sYStems (with differentiate
staffing allowing a relatively high FTE StUdent/FTE
ratio, and, an average academic yeat student aredit,h
produationol 1255 houra per faculty member)- has all
the college to operate the instruttional program at-
the national and New Jersey average cost per FTE, de
the rather large-institutional investment in develoP
and instructional support.

Full-time anda4junct 'faculty rank the preservice an
service institutes highly with regard to the accompl
of their developmental objectives,- Anti..surveys indic
degree of internalization of knowledge.:And desired a
tudes by the-participants.

Faculty who have not experienced preserVice oy in-se
institutes invariably receive,.. on theaverage, lower
dent ratingaof their instruction than those who hav
pleted institutes. .(These faculty, however,,ere rel
few in number among-full-time staff and complete an,
.inetitute within one,Ypar if they remain with the ce
Compar tive data on student academic performance, th
fore,Jis sofftewhat inconclusive.9

,10. One hundred percent,of the full-time faculty are wri
learning objectives and working to implementinstruc
systems technology in their teaching--

\ As bUdgets get tighter in the.future, increased effort

doub directed At evaluatingthe results of programs at od

college and "accountability" for faculty development will bei

'as common-lace as other institutional rsearch activities. H

fully, by hen, the results wIll support faculty development
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I. vitte;-- in the way it has at Burlington.

A SUMMING UF--ESSENTIAL INGREDIENTS
_

OF A PACULTY DNE OP ENT PROGRAM

By way of a c-u'lusion, let me attempt to summarize by stating

what appear to be the mos- essential ingredients for a Successful

'acuity development program. In large part, these have been dis-

co sed --rlie

acceptance of the need for faculty development by the faculty

- a publicly stated commitment by the board, the president and
the administration regarding the importance of developing
and maintaining a faculty development program

- an organizational climate conduc ve to faculty development

activities

7 a nrogram.based on an assessment of the needs of the facul

- voluntary participation by,a sufficient number of staff to
give the program credibility

- a clear statement of the goals and objectives
tution and the program

,- the assignment of reeponsibility for the

co_ the insti-

_g am

, - involvement,of the faculty in planning implementin- and

evaluating programs

- adequate financial support to m u expreased Identifle
needs of the faculty-

- sufficient flexibility to meet iffering- acuity needs

a valid evaluation plan

- a rewdrd syste- for participatio! -!cceptable to faculty
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THE FORGOTTEN FACULTY
STAFF DEVE_OPMENT FOR PART-TIME OCCUPATIONAL INSTRUCTORS

IN POST-SECONDARY EDUCATION

Michael T. Schafer
Dean for instructional Affai
Muskegon Community College

Muskegon. Michigan

A review of almost any college catalog or schedule of classes

will reveal the following not very amazing facts:

I. In no instance is a student charged less because a course

.happens to be taught by a'part-time faculty member.

2. In no instance is the student warned, "Use care in -egister-
.

ing for this course. Your instructor is A heck of a

machinist, but we don't knot, anything about him as a

teacher "

in no instance is a course-noted as substandard (or maybe

above standard) because no one on the full-time staff has

expertise to teach it.

MO8t students walk into a classroom after registering and gee

a teacher standing before them. Students don't know if the teacher

is full or part- ime. Asa matter of fact, students generally have.

, little idea of that teacher's background in terms :f degrees or

experience, either within an occupational field or as a teacher.

It is interesting to note that education is one of the few products

on which individuals will,spend thousands of dollars without eve-

'knowing what they are getting. Once the decision to come to college

is made, the student assumes that he can trust the college to

194
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provide a meaningful e(ILic.rlt ton al experience .

As Institutions of high,- education, we can and should accept

the responsibility for assuring the highest possible quality of

.education. Not only quality of programs, facilities, classes and

curriculum, buc the highest quality of teaching as well. The

(111;11 j tv of teaching that Won ssure should not vary between those

courses taught ty faculty we empy)y for one course, for two courses,

for throe courses -r more The issues of hir ng and staff develop-

ment for part-time occup'ational facult are no different-than those

for full-time faculty. The problems a. iimply compounded and a

little more difficult to solve. This author attempts to address

tho-1 problems and to suggest some potential solutions.

A MATRIX OF FACULTY ROLES

A simple matrix (Fig. may help us examine the types of

roles facul y assume within our colleges. The matrix may further

suggest types of skills that need refining for some faculty. For

other faculty these skills must be developed for the first time.

The goal is to assist each faculty member in carrying out his

varied roles most effectively and efficiently.

The three planes of the matrIx of faculty roles and the

va ious dimensions of those planes are illustrated in Figure 1.

As oLe.plane of the matrix of faculty roles, we show faculty

categorized as either full-time or part-time. In fact that dimen-

sion is a continuum in most colleges. For the purpoSes-of this

Taper, a pa -time faculty member is aTerson who considers himself
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to hNvo simile typo or full-time ro1c other than teaching at that

coil nd whom the institution sees in the same light. Definitions

in terms of credit hours of teaching or anoth-- full-time job,

number of co rses taught, etc., simply don't work. Stated

differently, a part-time faculty member is a person who teaches 'one

or 0 courses but who does not consider himself to be a full-time

teacher at th,7, college.

Administrative Tasks

Subject knowledge

Plane=B
Role Type

Teaching Skills

Figure 1
A Matrix of Structured Faculty Roles
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Another plane of the matrix of fac ity roles is descr bed in

_ of the types of tas to be carriod out by faculty. All

whether part-time or full-time, must carry out roles in

three areas, if they.are going to function effectively.

1. The faculty member must perform some basic administrative

tasks. He must keep records on students, meet classes on

time, keep some sort of attendance, and while there are

Some faculty who may not agree, they must turn in grade

and rep( ts on time. The faculty member must have at his

hands, whether he be full-time or part-time, knowledge of

how the institution operat_s what services are available

to himself as a teacher or to the students, what is

required or expected of him find a course syllabus,

how ti handle cheating or other types-of discipline, what

the ciii or regulations are, wherL he can turn for help

on a routine basis or in an emergency, how he can get a

door unlocked whe _ he can find chalk, cir what to'clo when

every student fails the first test.

2. A fa- lty member must know the subject being taught.

Whether the subject. is Astronomy or Astrology,' Genetics or

Geneology, Welding or Wedding Cake Design, the individual

faculty member should haVe mo e knowledge in the subject

tern

area than the students have, at leasp.mhon he first

enters the classroom.
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The ld have some skill in providing a means

whereby his or her __ knowledge can be communicated

effectively to students. A faculty member must be able to

teach. A skill that is often assumed in this dimension is

the ability to assess student learning, to test, to grade.

The assumption may not be wa_ -anted.

A third plane in the matrix of faculty roles descr

faculty member must be committed to the college along three

structured role dimensions. Toombs describes this plane as having

three such structured dimensions; the professionalicareer dimension,

the curricular dimension and the institutional dimension. The.

professional/career dimension may be described as a commitment that

goes beyond employment. It fu ther encompasses a sense of respon-

sibility to the profession. The par -time faculty member may have

few if any internally felt obligations to the prof ssion of teach-

ing. Most often such faculty are homemakers, welders , accountants,

automobile mechanics, executives, secretaries, attorneys, or

engineers , Very seldom does the par -time faculty member have a

sense of personal identification as a teacher.

W thin the curricular dimension, the part-time faculty member

has little experience or exper s in taking a complex subject

field and breaking it down into its component bits of "learning
IT

The part-time faculty member furthermore has little experience by

which he'cantjudge how many ef theseAlieces of learning may be

reasonably'expected to:be learned by a stOdent in a given period

time nor how to assess whether a student has learned 'them. The
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faculty member hired on a part-time basis may, in fact, be able to

t ach a given course well. The ability to visualize that course

as a portion of a total curriculum that will provide the student

with the full background necessary to pursue a career _ay well be

lacking.

The institutional dimension may be described as a commitment

to the college itself. This may be at the same time the most

important and the most ignored dimension of all. The sense of

commitment to a clearly:defined philosophy and way of education is

what makes an institution un que. This can most easily be seen

within a community college. Withinsuch colleges exists an ideal

that the institution is a teaching in- itution with the student as

its primary focus. This forms a platform from which ail of the

activities Of the college may operate. It is perhaps an indictment

of our colleges that, while we look for this commitment from part-

-time faculty; we seldom demonstrate-our commitment to them. We

tend to forget that most part-time facility are teaching hecause-

they want to rather than teaching in order to make a living.

pROHLEMS_UNI UE TO THE PART-TIME TEACHER

As noted:above, there are a number of problems unique to staff

development for part-time faculty.

For so -e reason many of our institutions apparently feel

-that tI pa ime faculty member is worth less. TheY-

assume because someone may have ailother kind of job during

the day or at other hours that they should be paid less
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hut expected to perform at the same level. Malcolm Scully

quotes Jane T. Flanders, part-time lecturer in English,

in a recent Chronicle of Hi her Education article:

The conditions under which the part-time instructor
works are discouraging even to the moSt dedicated,
and insulting to anyone with a modicum of respect
for his ability.

Part-time teachers are marginal, expendable, under-
privileged, and underpaid. They have no assurance
f employment from one term to another.

She/adds, "Because part-timers are voiceless and
alienated, few are aware of their situation. ,No one
seems to know who the part-timers are, and they
often do not know each other. (1976)

Parker and Vecchitto have gone even further in describing

the COmmunity College,of Vermont approach to meeting the

financial crisis. This approach is primarily based on the

use of part-time faculty. They make a major point that

such faculty c n be getten very inexpensively and that

they need be paid no fringes. They go on to praise [pie]

the benefits of a laek of lon -term commitment and

obligation on the partof the college.

2 Since part-timers are most frequently paid by the hour,

they-feel-little obligation to teaching beyond the hours

they are being paid for; they seidom-will volunteer

their willingness to become involved in personal or

professional development in any of the 18 role spheres

of the matrix described above..
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Tar -time faculty a-c often unavailable . . period,,- d

that may be our fault as well. Seldom does the part-timer

have an office or even a consistent meaii of communication

such as a mailbox.

The question may well be asked, how can we demonstrate our

commitment t_ t-time faculty so that we can expect them to commit

themselves to excellence in teaching. As anyone who has reviewed

the literature on staff development for part-time faculty can tell

you (A complete'review c n be done in about two hours.),
1

doing

anything will be a major step forward.

DEALING WITE THE PROBLEM

Most faculty development programs are aimed at the administrative

tasks of the part-time faculty. These programs usually consist of a

handbook, a brief orientation session, or both. These invoive

minimal expenditures and can have a forceful and visible impact.,

that, we don't mean to diminish the importance of administrative

tasks on the part of faculty. Most colleges give a course syllabus

(maybe), a week's notice, and- a classr om full of students.

1--The only readily available
with this subject are:

u-nal arcles clealing directly

Andreyka, Robert E. "In-Service Education'
Technidal Instructors." Technicl Education News 30, 2, pp. 7-10.
April/May, 1971-

Bender, Louis W. and Breuder, Robert L. "Tart-Time Teachers--
Step Children of the Community College." @,_Ty College_ Review,
1, 1, pp,. 29-=37. April, 1973. \

.

Bender, Louis W. and Hammons, James O. "Adjunct Faculty,
Forgotten and Neglected." Cemmuniti and Junior College JoUrnal,
Vol. 3, No. 2, October'1972, pp. 21t22. \\

Part-Time
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The following may be seen as a minimal but potentially effecti

prog km aimed at the administrative sphere.

, 1. An orientat on program, preferably with a free meal or. at

least punch and other refreshments, at which each adminis-

trator and/or service, center director tells what they

and how they can 1101- the part-time faculty member, sho__

be held for,all part7time staff each term. Very few part-

timers know what media services is all about or what is

available. Very few_part-timers refer students to

counselors because very few part-timers-know what counseling

services ere available. Most of our service center

directors, whether in developmental education,.the dean's

office or_in the business office, leave at 5:00. Examine,

some time, your list of delinquent payroll forms or late

class lists and see what proportion, of the list is part-

time faculty. I predict it will be a high proportion. On

the other hand, examine those who have signed purchase

-orders to, order supplies or those who have met with the

educational deVelopment officer or dean, and you will find

part-timers names almost entirely missing. A straight;

forward, simple orientat on program is not only helpful,

but welcomed hungrily by part-time faculty. The program

,should not be aone-time affair. Repeated meetings'onee

or twice each term can help in coming to.part-time facultY

and in dealing with problems that lie beneath the surface.
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/Develop a "quick and d' ty" faculty handbook. The massiv d

volumes we entitle the board policy manual or faculty hand-

book are of some assistance to someone who has been with

the college 15 years or to someone who is trying t_ bring

suit against the college. They are of little help to those

who simply want to do an effective job. In developing a

faCulty handbook, meet -ith groups of full and,part-time

faculty And ask them "What-do you need to know'to do your

job effectively?" Design a faculty handbook to answer

those 'questions. The orientation sessions can be most

helpful for developint the handbook. Some good handbooks

e available although many try to d- too much (Backnik).
A

Have your administrative staff meet regularly with part-

t -1- faculty. While few individuals want to work every

night, most are willing to help out once in a while.

Develop a schedule for rotation of Odmini-trators and then

let people know that they are available as well as when

and where.

SUBJECT AREA

In focusing on the subject -a ter dimension of a pa --ime

faculty member's role, the job application and interview may be

your most important tool. By and large, part-time faculty should

be selected with as great or greater care than full-,time faculty.

They usually do not have the benefit of sabbatical leaves, con-

tinuing education, professional travel, etc. Furthermore in most
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occupational arons, Joh tit Ie arc much broader'than a giVen mdi-

viduals tasks. A person may be a fine welder without having

knowledge and:experience in all of the,various types of welding

that a student -eeks to learn from an inst uctor. The graphic

reproduction instructor, who comes from industry, may not have

'experience with the types of equipment available At the college or

'with the particular equipment being utilized. Great care must be

exercised in selecting part-time faculty that have the nar owly

d fined expertise necessary for the specific course they are being

hi ed to teach.

Many part-time faculty will not have the course work and/or

egrees which will indicate such expertise. A pre-employment

+

nterview is, therefore, essential. The 'Ose of faculty committees

for interviewing part-time faculty may seem cumbersome, bUf are
a

most wor-hwhile. Such activities are ery time-consuming at first,

but soon n College can build a file of -All-qualified faculty from

Iwhich they can select from semester to semester. Applications

, for full-time faculty from the local area may be a good source of

qualified part-timers.

Talse time to,re-examine your employment applicatlon to see if .

really is asking what yeti want to know ab ut a part-time faculty

member. While Title IX guidelines d ctate manY _f the questions we

can and cannot ask, we still'have considerable flexih lity, in asking

c.1

questaons relating to subiect area competence.
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When a potential faculty membet is identified who may hay

some minor shor coming in sub,ect knowledge, it.may he a worth

investment on t e part of the college, to investigate develop
1

funds f COLI short courses, or seminars. The monies spe

such activities can bring a major return on the investment.

A parttime faculty member --lso needs teach ng skills.

not re-:_sonable to assume that a t-time faculty member will
-0

with him an Undecstanding of how to communicate subject matter

otheTs. Those who have worked -ith large numbers of part-time

Faculty members know.that this easily observed phenomena of tei

,

skill is most difficult to judge at hiring time. -Furthermore,

development of teaching skill is a complex and time-consuming

with only' a rfeasonable chance of success.

A comprehensive evaluation system for part-time faculty c:

most helpful in improving instxuction. Part-tinre faculty genel

are hungry for anything that will nelp them teach more effecti,

Feedback from 4 student evaluation system,from v' itations _f

full-time colleagues, or even adm nistrators, is uSually well

received and turned into improved teaching behavior. The use c

the "buddy system" may be especially helpful. Several part-tin

can often be teamed up with a single full-time facultymember.

A great deal has been written about the "characteristics"

the effectivo teacher.2 While no single set of characteristics

2An excellent and comprehensive annotated bibliography on
subject may be found in Miller, Riehatd I., Frgrams
Faculty E0a1uation (San Francisdo, London: Jossey Bass, 1974).
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adequately describe the "ideal" teacher, looking for several commonly

, agreed upon characteristics ln hiring part-time faculty may 'e most
=

. /

helpful. Among these are empathy, organization, punctuality,'

énthusiasm, neatness and verbal fluency.

CLUSION

f

The author has attempted tofaddress the problems of sta-

development for pert-time occupational faculty. Man)yof the sug-
,

gested progra s have ben tried and found to-be effective in

colleges around the nation. The list of suggestions is far from

inclusive. As noted earlier, so little 1_ being .done for part-time

faculty, almost any Program will help. On the other hand, a ell-

planned, comprehensive p ogram will contribute far more. Schultz

.(1971, pp. 12=28) sugge'S s several' helpful criteria for planning

staff development programs:

I. The program Should be, related directly to the inst- ution's

purposes and commitments;

2 The program should be focused on'the types of clfenges

which the in ritution wishes to make and rthe directions

it desi-es to move;

The program should bear a reasonable return to the

institution for its inve ment;

4 The prograM-Should build morale and cohesivene-
9 1

5 The program should be planned wIth an eye on multiplier

possibilities;'
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Funds should be budgeted for the program;

Faculty should be involved in the planning for the pro ram;

. 8. An institu ion should formulate'its own program.

I have described a three-dimensional matrix of facul y roles.

I suggest.that a development program can most.. effectively and

efficiently be directed toward the tasks a faculty member must

carry out within that mgtrix. Our- colleges carrand must assign,

part-time faculty in carrying out administrative tasks', in under-

standing their area,pf expertise as 4 subject and in deVeloping

tgaching skills. By truly showing the collegg's commitment to

part7time faculty, it is my premise that the other dimensions will

be developed. Part-time faculty will come.to see their courses as

a part of a total curriculum, to adppt a dedication to the pro-

fession of teaching and to develop a loyalty and teturned commitment

_/
to the institiltionof whichthey are such a vital.part. 8ducators

will also come to see part-time faculty as an essential source of

full-time teachers. If we do our jobs wells they will be among-

our best teachers.
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REVIEW AND SYNTHESIS OF TEACHING STRATEGIES

FOR POST-SECONDSY INSTITUTIONS

JAMES L. HOERNER
VIRGINIA POLYTFCIWIC INSTITUTE AND STATE UNIVERSITY

VIRGINIA

Before strateg es of teaching can be discussed, it seems appropri-
/

ate to first address the topic of teach n . Much hAs been sa d and

continues to be said about education, teaching, learning, instruction,

etc. New -_ords are even added to reflect other slants to what education

is or should be such as "Facilitator."

The confusion:that exists is in part due to the fact that teaching

such an important societal responsibility that we cannot seem to

settle on any -lear, concise, acceptable definition. It is such a fluid, .

complex phenomena with so many var ables effecting and influencing

everyone. Also, learning is a lifelong p-ocess in which teaching ef-

fectS peoples' total,lives.

There are at least two kinds of learning - formal and informal. No
-/

doubt what we know and are made up of is more a result of info-ial_than

forMal learning. Education and teaching fall more in the realm of for-

mal than informal. Strategies of-teaching are formal processes viewed

to-be something externally done to someone. Maslow (1962) and Rogers

-
(1969) would view the teaching precess as not something done'to someone

but rather the establishing of a.settincror environment Where there is, -

"freedom to learn" and where "s-elf actualization" can happen.

Peeause teaching has been less than succ ssful for many people at

many points in their life, the process of teaching- :acts-m h atten-

tion and frequently is questioned as to being of any wo_ al].

209
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Mole (1971) says that, "If teachers are to claim a worth at all, it must

). be in a large sense because of the interactions between teacher and Stu-

dent which-move the student to become,a self-motivating learner."

Mager (1967) states that "Teaching is warranted to the extent that

it causes learning to be more effectively achieved than would have been

'the case in the absence of instruction. In other words, the main jus-

tif cation for the e]iistence of instruction is that 't assists an indi-

vidual to learn something better than he would by himself."

Adams and Garrett (1969) indicate that teaching is even more diffi-

cult to define now, than it was a hundred years ago. This, they say is

due to the fact that in the minds of many early teachers; the process of
a

teaching prima ily cons =ted of imparting knowledge.

It is becoming increa ingly more accepted that teaching is definite-

ly more than imparting or disseminating knowleage. Rogers (1969) and

others of the humanist camp agree that teaching is more the facilitating

of human growth or assisting the process of becoming.

Perhaps another way of looking at the education/teachina process is

that teachers are, "people growers" more than anything else. We have

general knowledge about what comprises good teaching. The problem is

that we do not understand in detail how good teaching is carried out -

so we are unable to give explicit guidance to teachers.

Alexander Mood (1971) explains, that there areseveral categories

of excellent teachers. There are the comxnand4ng authoritative teachers

-

with high standards who accomplish..a great-deal-.---There are the teachers

with an unusual store of infectious enthusiasm for everything in sight

who generate a great deal of 'enthusiasm for learning in most students. ,

Both of these categories; he says, include relatively rare people who it

23
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would not make a,great deal of _ifference what kind of teaching methods

ey use. Probably the most n ___erous categories, Mood writes, of'good-

teachers consist of those who are very sympathetic and very concerned

and treat their students as people not as inferior creatures.

As stated earlier teaching to say the least is a people growing

process.

-tablishin Framework for Learnin

One could know all the strategies ot instruction, methods and _eeh-

niques of teaching and be a failure as a teacher. Teaching is more than

the sum total of the parts. It is more than having all the skills and

techniques mastered. It is having an unde- tending of the total picture

and a frame ork established for learning to result.

A.person could know all the skills involved in building a house

such as, hammering nails, sawing boards, plumbing and using all the

tools involved such as squares, levels, pliers, surveying instruments,

etc. and not be able to build a house. Rose (1961) suggests that'flthere

is similarity between materials needed in construction and the tech-

niques used in- teaching. !Elbe techniques\must be used at the right time

and in the right way in accordance with an overall. plan ' The signifi-

canoe of any teaching .technique depend6 on a number -f things, including

the subject matter and objectives of'the lesson, the background of the

students, the personality of the instructor, and the available tools,

materials and trainin aids.

Instruction, Dickerson (1973) says is concerned with all events in

the formal instructional setting,that are external to the learner. He

is respon_ ble for arranging and controlling the activities of the

learner in the way that will most likely result in learning.,
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A Frame-Of ind For lIel ing_Others Learn:

A frame-of- ind conducive to helping others Must be established in

a teacher. How he perceives his role as ateacher greatly influenbes

what kind of teacher-he will be. A number of excellent points are dis-

. cussed in the book The New Teachers, that.help establish.the frame- f-

mind necessary to be successful in the classroom. Wagner (1972) in his

chapter "Experiencing Students" gives several good points for the new

teacher.

1. The New Teacher has the courage to give up his presumed monop-

oly on knowledge and power to create a more workable classroom

atmosphere... he has to defy trad tion and habit and expectation.

2. The New Teacher Is able to take meaningful risks without letting

the presumed consequences paralyze him. Pis risks seem to de-

rive from the unusual... "A class is an experience in itself."

3. The New Teacher is consistently more interested in students

having their own ideas than absorbing the ideas of-others.

4. The NeW Teacher, despite his reluctance to impose direction,

feels generally that most students need a structure within

which to be free.

5. The New Teacher has found that the most workable tools in teach-

ing are invented on the spot.' Other peoples' m dels and thp-

ries are never so germane or workable as tilose generated within

' the cla es by class members.

The New Teacher has, at least for the time being, opted to work

within the system...

Jon Wagner continues to discuss "Model Auilding" as a part of teach-

ing. Any beginning post-secondary teacher should find the book,

2 7
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The Mew Teachers of value to read.

Messa es from Research:

While research has sugqested several things to us in regard to

teaching, Mood, (1971) gives a list of several meásaqes from research

that inflUence instructional, s rategies:

Pay attention to what students say and put it to-use.

2. Increase every students', ense of personal worth.

3. Build up every students' .sense of self confidence eSpecially
,

with respect to his ability to lea n.

4. The teacher must avoid assuniinO a posture of moral or intel-

lectual superiority.

5. A teacher should analyze and attemp_ to minimize conflicts of

interest with students.

6. Minimize lecturing and passing down information from on high.

7. Maintain an open, relaxed atmosphere in the class om.

Create much activity for students.

9. Use desperate means, if necessary, to combat-apathy and boredom..t.

10.- Show genuine concern for well=beina of.eyery student in the

class.

11. Do not let individuals fall behind.

12. Diversify your teaching.

13. ConSult your students about teaching.

14: Teach as well as you know how.

15. Interact with your colleagues.

16. Do not participate In grading s-s e

17. Serve as a model,.

Not all educators would agree with Mood's lis_, h--ever, they d-

food for thought. The,book How Teachers ?1akeDfference doesse ve
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however, have a'number of good ideas about teachinc and does help

tablish a framework for lea n no.

oevelo ing An Attitude Toward Learning:

0-- -f- the most important aspects to accomplish in establishing-a-

frameworklfor learning _is to establish an attitude toward learning in

the student. Mager (1968) wrote a book on how to develop an,attitude

toward learning. In'his,discUss on on how attitudes can be influenced,-

by teachers, he gave four convincino=points.

1. Learning is for the future; that is, the object of instruction

is to facilitate some form of behavior at a point after the

structin has:been completed.

2. The likelihood of the student putting his knowledge to use is

'influenced by hiS attitude for or against the subject; things

disliked have a way of being forgotten.

3. PeoPle influenee peoPle. Teachers and others do influence

attitudes toWard subject atterand toward learning itself,

4. One objective to ard which to strive is that of having the

student leave your influence with as favorable an attitude-

toward your subject as possible. In'this way, you will,help

-to maximize the possibility that he will remember what he has

been taught and will willingly learn

been taught.

Designing the Learning Environment:

e about what he has

In establishing the framework for learning the designinflof the

learning environment becomes a very important task. A number of authors

have commented on the importance of the learning environment and the

concepts that go into creating an atmosphere conducive to learning.
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Henry S. Pennypacker (i972) discusses how B. F. Skinner:de- nes teaching/.

as "arranging environmental contingencies so that lea ning can occur."

Pnnypacker goes on to say that, "...teaching involves direct action

upon the environment of another person (whom we may call a learne_) so

as to produce someth ng called learning. ...The teacher acts upon the

-enviton ent which, in turn, acts upon the'learner so as to produce Some-

thing called'learning."

Doris A. Trojcak (1971 ) w ites about the importance of the condi-
?

tions of learning and remarks that it is not possible to --ntrol and

aacount for all the conditions so the least that can be done is to con-

centrate on three important ones: the learneri-the-learning environment

and- the teacher. She says that, teacher should not be merely a dis-,

Seminator of facts,...or the star attraction but rather, a designer of

the learning environment. A teacher cannot cause learning to happen but

can establish the best conditions in which learning is most likely to.

odcur."

Adams (1972) commented that both student and teacher have key roles

to play in shapiria the lea ning climate in order to maximize the growth

of each. He gives three considerations for facilitating adult learning:

(1) creating the learning climate, (2) improving the student self-coneept,

and planning meaningful learning experiences. ,,Adams further repotted

10 frames of reference drawn from Combs (1965) that the "good" teacher

would tend to possess in creating the learning climate.

(1) Internal over external--sensitive'to and concerned with how

things see- to others with whom he interacts and uses this

value as a basis for his own behavior.
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(2) People over thingsconcerned with neopl and their reactions

rather-than with .things and events.

Meaings over.factssensitive to how things seem to people

rather than being-exclusively concerned with concrete events.

Immediate over historical-.-seeks the causes of reopl&s.be-

havior in,their current thinM.nn. feelines, 1-e1iefs, and under-

standings, rather.than in ohiective descriritions of -_he forces

'exerted upon them no or in t he past.

Able over unable--perceives others as haVina the capacities to

deal ith their problems as opposed-to doubting their caOacity-

to handle themselves and their lives.

(6 ) Fiendly over unfriendly7-sees others as being friendly and

en_a cing, not threatening, but well-intended rather than evil-

intend ci ("on our side").

(7) Worthy oer unworthy--tends to see other people as being

worthy of bUr respect. They are seen as' possessing dignity

and integrity\whieh mtst be respected, rather than being seen

as unimportant.

(8 ) Internal over external ion-- ends to see people and

behaviOr

external

than pass ve'anclinert.

(9) Dependable over undependa ends to see people as basically

as developing\from within rather than as products of'

forces. People,are seen as dynamic, creative, rather

trustworthy and dependable in

ful way.

sense of behaving in a

(10) Helpful over hindering--tends to see people as being po_en-

tially enhancing to self rather than impeding

2 4
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or threatening. Tends to regard people as important sources

of satisfaction-rather than sources of frustration and sus

picion. (Combs, 1965)

In creating an environment for learning is im ttant that-these-IP

frames of reference be considered,

Selection and Concs ization of Teach Strate ies

" Selection of Strategies

The selection of teaching st a egies is dependent on so many va

ables. Surely the tool, technique or- process to do something cannot be

selected until it is decided:what is to be achieved. One could not be-

gin t(3 select a road map or plan the prpcess of getting somewhere until

it Was decided where to go. Learning strategies then are like road main

to goals and objectives.

Because there is such a wide variety of options for the beginning

teacher to choose from in developing his/her appn ach to instruction,

,

is imperative that the instructor first understand'the general motive'of
I

instrubtiori. Mager (1967) tells us that there are only two b'asic kinds'
-r

'of activity in which a teacher can eng__ teachers either manage learn-

1

ing resources or they operate as a resource.

(1973) indicates that there are cer ain elements common

1

to

V

erl instructional situation regardless of the strategy. He reports

omponents identi 'ed by Gagn (1970) that shoul exist in most
/

learning settings

(1) Gaining and controlling attention'

(2) informing the learner

3) Stimulating recall of relevant pr egu ites

(4) Presenting the new material

of expected Cu c mes
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(5) Offering guidance, for learning

(6) Providing feedback

(7). Appraising performance

making provision for transferability

9) Ensuring retention

. These componen should be kept in mind when selecting:instructional

strategies,

.Butler 1972) in-his obmprehensive d ussion on instructional sys-

tems reminds us of seven factors that affect learning and should be kept

in mind when selecting strategies.

(1), Motivation

(2) .Organization

(3)- Farticipaton

(4) Confirmat on

(5) Repetition

(6) Application

(7) Individual. differences

Mager.and Beach (1967) also comment on the dileMma we find Ourselves

in when trying to select4nstructiopal strateg es. They say, "Though,

schools and instructors have been in existence for centuries, and though

educational researchers have been at work for decades, we do not yet have,
6

a scienSe-based guide that tells us how to make accurate selection of

approPriate instructiOnal strategy. They further.comment on the impor-

tance of knowing the characteristics -f each instructional tool or tech-

nique when trying to select the most appropriate approach to use.

t educator= tend to plan and select instructional strateg es baSed

on where they are and what they wish to accomplish. Perhaps this is best
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coined as teacher-centered teaching instead of student-centerec

tion. Trojcak (1971) says that it would be extrethely foolish

fot an instructional goal without consider ng the student.
\

kng the learner's entry behavior is probably one of the most ir

yet st frequently ignored task of the teacher." Unfortunate]

not become very sophisticated at preilassessing or p----testing c

-dents.

Trickson (1970) further supportS that research which conSJ

reveals that "student-centered" factors are,the t impo ant

determining how rapidly and how well students 11 learn. The

sbould direct the-greatest aMount -f energy in setting the cork

for learning toward 'these "individual-difference" variables.

One common mistake that teachers on the post-Secondary le%

to, make is to use the same strategies, style- and teChniques c

that are used for young people. It is extremely iMperative the

d&fferencesIbetwperyadults and youth be recognized and consider
4

selecting instructional strategies for the post-secondary level

(

(1972) _epdrted that LaisOn 11970) summarized the followidg nir
.

concerning the adult learner which are worthy of consideration

-/
planning cUrriculum and instruction.

4'1 7
(1) Intelligence does not,decline after

'relatively unchnged until About age 65.

35 but cont

(2 ) Adults do slow down in raction time as they mature.

and eyesight decline.

*

Chronic physical and'health problems sUch as heart di

diabet_- and hypertension slOw down the learning pow

24,1
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(4) Adults may have problems unlearning some thinos hut arc cap-

able of doin

(5) If new materials are based upon their past experiences, adults

learn faster than do children.

(6) Adults tend to dislike competitive class situations or dis-

Oiplinary measures.

(7) Adults work better in cooperative, non-cen titive, non-

evaluative settings

Many adults come to class with a great deal of insecurity and

anxiety.

Anxiety and feelin

be maximized.

of nsecurity must he reduced if learning

These nine factors seem extremely :important as -secondary edu-

cators plan and select the appropriate instructIonal s_ ategies for

facilitating adu4 learning.

The crux of selection of teaching strategies lies within the abil-

ity of any educator, once knowledgeable of the styles, skills,and tech-

niques available, t ake the app_opriate decisipns regarding which

skill and approach to apply- whe Gage (1971) reports that Rush (1965)

has a gued, beyond the technical skills the teacher needs decision-
\

making capabilities that will enable him to integrate the skills into

desirable teaching strategies.

Al'ithe skills in the world are of,little value one does not

know when to apply them. , This is not only true of teaching but all

professions.

COnceptualization of_7eaching _S_rategLe:

Each author reviewed for this Section of the paper.discusses

2 4 5
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teaching stra egies from his/her own point o_ view --tith little con-

sistency with other writers This writer, therefore, is not attempting

to catalogue or categorize a taxonomy of teaching strategies styles,

methods, techniques, dev ces or approaches to learnina only to review

and synthesize what has been said.

Attempts have been -ade to define the three ter teaching str te-

gies, teach na techniques and instructional devices or aids.

In gene al, teaching strategies are concerned with the ways in -hich

a class is conducted and the content presented such that the ultimate

goal is achieved. This is the sum total of everything a teacher dOeS to

reach a set goal or objective. It is a mixtureOf teaching personality,

motivation used, teaching techniques, instructional aids, learning en-

---
vironment, and everything that a creative mind can assemble such that,

the success of learning is realized.

Teaching techniques can be defined as specific approaches to teach-

ing used to convey information to the student such that the student is

able to achieve the ulti _te goal.

Inst uctional devices or'aids a-e objects which supplement a- or

compliment/the learning environment such that the ultimate goal is

'achieved.

Since there ,no clearly agreed-upon definition _f what a teachina

strategy is, it becomes very difficult to develop a discussion with a

degree of cons stency and comprehensiveness. Many authors have written

about 'eaching/in tructional strategies and have discussed the importance

strategies and how to select them but seem to neglect to define such.

This author -hooses to define a teaching strategy as the approach,

the overall plan to assisting a learner achieve learning goals or
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oYjectives. As indicated early in this paper, teaching strategies are

"roadmaps" for learning.

AL a lecture series conducted in the summer of 1975 at Virginia

Polytechnic Inst tute and State University, this author identified a

six step model fox facilitat ng learning.

Step one identify the cOmpetoncieS Or performance desired by the

learner.

Step '-o identify where knowledge and/or skill of competency is

to be foundsources.

Step three - Determine al -ernative methods of obtaining knowledge

(i.e. experience it, hear it, see it, read about it, etc.)

Step four Select appropriate methods feasible for students to

obtain COMpeteney at this point in time.

tep five - Implement plans for learning competency with continuous

assessment taking place.

Step six Provide a means for demOnstration of satisfactory achi ve-

ment of comPetenoy, keeping in mind that the teacher is

not always the bst assessor--other expertise should be

used whenever desirable: (Roemer, 1975)

With this six step model for learning, strategies,can be selected

that best suit the student, the t,:etting, and the knowledge/skill'to be

achieved.

Dickerson (1973) suggests that-the strate-y used by an instructor

may vary dePending upon the characteristic the-instructor, the

nature of the learnera and the objectives at any given.time. He goes

on to tell us that there are only two general types of strategies--the

closed and the open. 247
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Closed strategy--the instructor is dominant and controls every as-

pect of the learning situation. The learner assumes a relatively pas-

sive role, listen mvand following directions.

Open strategy--the learner is given a more active part in directing

his or h own learning activities, while the instructor is more con-

cerned with providing assistance than with giving firm directions.

Dickerson goes on to discuss how the instructor must select appro-

priate instructional processes in order to use a particular instructional

strategy effectively. He sugg, that there are three instructional

processes: (1) methods, ) techniques, and (3) devices.

1. Methods are the wayS in which an unknown and undefined body

of potential participants may be organized for purposes of

directed learning. Dickerson suggests two methods - individual

methods such as correspondence study, directed individual study,

apprenticeship and programmed instruction, and group methods

such as the class, discussion group, workshop and seminar.

2. Techniques - are the ways in which an instructor establishes,a

relationship'between himself, the learner, and the material to

be learned once the method is determined. He further auggests

that techniques may be classified according to their main func-

tions which include: acquiring information (the lecture)v

applying knowledge (group,discussion); and, acquiring skills'

(demonstration).

Dev ces.- are instructional aids that increase effectiveness

techniques but do not teach by themselves. The four main types

of instruc_ional devices, and examples of each are: illustra

tive (fil s ); extension (television); manipulative (tools);
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and, environmental devices (seating arrang ments

Dickerson explains each above method., techniques and devices in

detail which could be of much assistance to the beginning post-secondary

.t1strUctor.

Adams and Gar (1 69 ) d vote a discussion of Leaching methods

and reflect that there are probably as many teaching methods as there

are teachers hence it is impossible to arrive at a complete listing of

methods. They do, however, review five methods

(1) The unit method

(2) The lecture method

The recitation method

The forum technique

(5) The project method

With the Unit Method, the classwork is built around general concepts

or major blocks of subject matter. Frequently the usual subject-matter

egories are disregarded or "merged." There is a great deal of related

activity, -ith emphasis on committee or small group work which oft n cul-

minate in committee or individual reports on various aspects of the

cg-eneral problem. "This somewhat informal approach to the teaching-learn-

ing situation is in keeping with the philOsophy of John Dewey and others,

(Adams and Garrett, 1969).

The Lecture Method is ba -d on the assumption that telling is

teaching. The role of the teacher and learner are well defined, with

little overlapping. This method gives the teacher an opportunity to

draw upon his own background. Probably the le ture method receives mo

criticism than any other approach.
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tion Method is considered next to the lecture method to

be the oldes . Traditionally the form was essentially an oral examina-

tion. The teacher tends to do little teachino hut instead his role is

that of hearing lessons. This method or style has almost di appeared

because of its many w aknesses.

The F_ um Techni ues are ext emely widely used. It gives everyone

a chance to participate in the class discussion; it qives valuahle ex-

perience in_ the verbal skills of speaking and listening; and it gives

students an opportunity to operate at the higher intellectual levels.

Other forum type activities in addition to class discussion include

panel discUssions, debates, and group reports.

The Pro ect.Method of teaching is frequently referred to as the

, project-problem Ifiethod and involves confronting the student with a real-
/

y problem. This uethod provides for individual interes-- motivates

research, and develops problem-solving skills. it is, however, time7

consuming. The project method is used _o a great extent in occupat onal

educationrprograms,

, Adams and Garrett also srend time discussing several of the tools

of teaching that might be applied in the above mentioned me hods or

styles of teaching. Their discussion inaludes:

Textbo ks

Reading lists'and bibliographies

Supplementary books

Newspapers, Pamphlets, Maqazirtes1 :

Audi visual Aids

Films

(7 ) Filmstrip
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ecordings

Models

(10) Charts and photo aphs

(11) Specimens

(12) Commercial television

(13) Educational television

(14) Closed circuit television

(15) Computers

These tools have their effec iveness for certain teaching settinci

students and programs and should be used in accordance to their aTpro-

p iatene

Another teaching strategy is that desc ibed by Trojcak (1971) as

the Motor Model which she says is one of the rost basic instructional

strategies. This strat gy is used to help the learner develop skill

or capabilities involving muscular coordination. It is extremely im-,

portant that the "roadmap" for this strategy include: the terminal per-

formance expected, an awareness of the students' entry level and a well-

defined sequence of subordinate,skills.

Trojcak also discu -es two other models: S.P.C.P. Model - a cog-

nitive roadmap invOlving Sensations, Perceptions, Concepts and'Princi-

pies; and, what she refe to as the Taba TrI Tram Model - that includes

three cognitive tasks:. concept formation, interpretation of data, and

applidation of principles and facts.

The keys element to any teaching strategy most writers agree is

the teacher. Adams (1972) also referred to instructional strategies

and relatesthat flayes, et al. (1966) n ted too that there are aS many.

.teaching niethods as there are teachers and that the effectiveness of any
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sinele method appears to vary with the teacher, the -tudent, and/or the

toachina-lea-ning uation. Adams al-o commented about Carpenter (1969)

and -his suggest on that the greatest usefulness of any treatise on meth-

od _ or technique is the ranae of alternatives which it opens up for con-

sideration by teacher and student. Carpenter, Adams said, reviewed 24'

group methods and techniques appropriate fot adult education. Carpenter

encourages variety in program presentation to heighten activity and in-

crease its meaningfulness for the student.

Adams also relates nine generalizations suggested by Tyler (1966).

and Boone and Ouin (1967) about selecting meaningful learning expe: ences,

I Motivated students tend, to learn more rapidly than non-moti-

vated.

(2) Ease of learning seems to vary directly with the meaningfulness

of the material presented.

3) Learnin: is an active p ocess on the part of the learner.

(4) Repetition or practice enhances our learning of skills

(5) Experiences which occu -together tend to reoccur together.

(6) Relearning changes the knowledge, beliefs and expectations of

the learner.

(7) Readiness is the stage at which the learner can most eaaily

learn and tends to appear at different times for various stu-.

dents and various types of learning.

Learninri process and achievement of results are related closelY

to individual differences amonwlearners.

(9) Learning proceeds beat when the learner can see results.

As teaching strategies are selected, these nin_ aen2ralizations

should be considered.
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Independent Study teaching strateqy to help individuals lea n
1

appear- to be receiv ng increased attention. It is especially apnealing

to adults and has much application on the post-secondary level.

Baskin .(1967) suggests that the use of the inde endent study pro-

gram is a major deVelopment in colle6e teaching. Whereas it used to

a concept long regarded as a pero-ative of the superior student, it is

now becoming a meaningful approach to be available to all students at

the b :_inning as well as throughout their progra s. -kin, in addition,

discusses some o th e technology of instruction such as instructional

television and .com )uter technology as well as f eld experience as a way

of learning and residence-hall instruction.

Langdon (1973) also comments on independent stu y. giving it the

name of Adjunct Study_Guide.. Pe di cusses at length the forma ,and

steps in developing the adjunct study guide as a means to help a student

pursue an area of Study that is not nece'ssarily covered by a course.

qince Langdon's complete book is devoted to insbructional designs .for

indiv lualized learning, it can serve as a valuable resource for those

who wish to develop this strategy.

Contract Learning has recently been put forth as a reasonable

teaching/learning strategy for certain kinds of students and subject

areas. Since this strategy call a deciree _of maturity on the part

of the student, it can be an ex-ellent strategy for the post-secondary

evel.

A. Nancy Avakian (1974)/discusses contraet_learning as term

to imply a solid commitment to a plan of study developed by.a student

and a faculty member after joint deliberation. The cont act specifies

the learning activities to be undertaken the duration of-the studY,
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the criteria for evaluation and the amount of credit assigned. The con-

tract strategies offe- many options to learninci. Avakian suogests that

it can include such means of learning as: independent study modules,

short discourses, internships, field studies, travel or any other activ-

ity or experience deemed by both student and teacher to he meaningful

learning.

Another teaching straten-- is tha_ of Individualizedinstruction.

So much has been said and continues to he said about individualized in-

struction as an approach to help studen- arn. rinch and Irnpelliteri

(1971) comprehensively reviewed the recent literature dealing with

dividualized instruction for Vocational Technical rducation. They re-

ported four types:

Individually diagnosed and prescribed ins uction designed

and prescribed by the school for tie student to master.

(2) Personalized instruction - the student selects appropriate

objectives and the school prescribes the instructional strate7

gi

elf- irected instru ion - the student selects the instruc on-

al strateg

(4) independent s_ y - the student selects objectives and s- ate-

gies to follow.

The strategies of individualized instruction hold many advantages

for the student,and should be used to a much greater auantity than wo

presently are on the oost-secendarv level,

Frantz (1974) devotes his complete hook to individualized _ _ uc-

tional sy..tems. Pe covers deVeloping, implementing, practicing and eval,

uating individualized instructional systems. He gives sik assumptions
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u-ed in an attempt to individualize a number of po condary vocational

education pro- ams.

(1) The'development of any program should consist of a systematic'

approach to curriculum development based on an occupational..

analysis.

Teachers must be committed and participate in the development

if secces: is tO be achieved.

The administration should he committed to individualized in-

struc on.

(4) The necessary media, eijuipment, and software must he available.

Support should be provided from a teacher training institution.

(6) Support -houleLbe provided from the Department of Education of

the state.

Another strategy of insti c_iOn quite similar to individualized in-

struction is that of Pro rammed Instruction. Much has been said about

programmed instruction as an approach to help others learn. Norton (1967),

says that it is a pro

tion 1 ate als. Progr

technique for the design of self instruc-

instru-,tion is based on siX established

principles:

(1) it recognizes individual differences

(2) it requires active participation

3) it,provides immediate knowledge of results

(4) it reduces anxiety

(5) it provides spaced review

it emphasizes the _ ganized nature of knowi doe

:McKeachie (1969) wrote ono of the more comprehensive books dis-

cussing several strategies and approaches to teaching on the post-
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secondary level. las book is as he says a compilation of useful tricks

of the trade that he has found useful in runnina classes. In addition

to covering several of the strategies already referred to in this paper

lecturing, project method, independent study and programmed learn-

ing), he also discusses laboratory teaching and role playing.

The Laboratory. Teaching strategy, McKeachie suggests is widely

accepted and assumes that first hand experience in oberyation and manip-

ulation of materials is superior to other methods of developing under-

standing and appreciation. It also is frequently 1.ied as a means for

skill development. One weakness of the laborat_ y technique is that in-

formation cannot be obtained al rapidly as other mean's, however, it

superior in establishing retention and learning skills and ability for

applying knowledge.

McKeachie refers to Role7playinl as one of the newer techniques of

teaching. Role-playing is the setting up of more or iess unstructured

situations in which student behavior is improv -ed to fit in with their .

conceptions pf roles-which they have been assigned. It --- like a drama

and has the follo_ing uses in the ClassroOm:

(1) To give students practice in using what they've learned-.

To.illustrate principles from the course content.

(3 ) To develop insight into human relations problems.

(4) To provide a concrete basis for discussion.

To maintain or arouse interest.

(6 ) To provide a channel in which feelings can be expressed under

the guise .of Make-believe.

Role-playing has its application on the pos -secondary level when used

appropria ely.
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Ma erialP Related to Ins nional M hods Technigus_L,

Tools And Scrategies.

A number of authors have written about teaching techniques, tools

and methods that seem appropriate to be mentioned in one catch-all cate-

gory. Most of their wr tings are not abobt teachincrstrategies re- se

but about aspects of teaching.

Rose (1961) did a complete book on the job of the vocational in-

structor. While his book is s_ e-hat out-of-date
. much of what he has to

say about lesson planning, using training ai s preparing courses, test-

ing, and on-%the7job training has appl cation to the post-secondary level.

The Industrial Education Department at the University of Texas

(1 '5) published a guide for the preparation °f ocdupational inst

which presents 32 handout sheets to be used in helping occupational

teachers learn about teaching. The handouts cover everything from the

four-steps of aching to assigned sheets, information sheets, visual

aids, inventory taking and keeping records.

Leighbody and Kidd (1966) publi hed a book on the methods of teach-

ing technical subjects that covers a nuiner of aspects/o,

teaching. They discusS lesson planning methods of presentation, testing

skill'clevelopment, etc. This is a useful book for the beginning post-

secondary -vocational instruct°

Haney and (1970) published a. book dealing with edu at nal

media and teaching which has several significant suggestions on how to

appropriately use media to enhance teaching. They address such topids

as: apply ng media, media s rvices, eauirrent and usag of the common

media devices.

Dr. Thomas Gordon (19,74) published a recent book on the topic- of
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t cher e _iveness that has a good deal to offer a

he does not address teaching strateqins per se, he de

ea of t_acher-student r'elationships and the importa

munications in tho classroom.

Another good h ok that covers various aspects of

tional sk111 is by Cenci and Weaver (1)E2). They ad

of teaching such as how oeople learn, understanding t

group and individual teaching as well as others that

effective teacher.

Another set of puhlications that haw: applicatio

cational instruc_ _n on the post-secondary level are

Based Teacher Education modules dealing with instruct

developed by the Center for Vocational Education (197

cover various techniques and methods of teachina such

buzz groups, problem solVing, questioning techniques .

very useful for the beginning vocational technical te

Summary Remarks.

Since there has been a voluminous quantity of wr

teachina, it was not possible for this writer to disc

tion dealing with or related to teaching strategies f

_secondary level. The attempt has been to cover a num

which in the opinion of this writer have application

t-secondary teacher,who is interested in improving

echniques and instructional aids. To this end, it i

purpose hhs been achieved.
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POSTSECONDARY VOCATIONAL-TECHNICAL

INSTPUCTORS
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HOOL OF EDUCATION AIM LEARNING ,SOURCES
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CHIGAN

As we view the existing 'pattern of technical upgrading programs for

post-secondary vecational7technical instructors we can't help hut look

with awe at the wide variety of professional improvement opportunities

that exist in most occupational fields. The eppo tunities are there,

but they are not utilized to their best advantage. f5 this report will

demonstrate there are a wealth of excellent technical upgrading oppor-

tunities available in most regions.

While this report does not include annual conferences a d cenven-
a

tions, their importance in technical upgrading of professional educators

cannot be overlooked. In addition to the conferences of the technical

,

societies representing IUC specific occupational areas, such as national
.

occupational education organizations as the American Vocational Associa-

tion and. the Amer can Technical Education Association conduct excellent

technical session.s at their national and regional metincs.

The programs discussed in the selected to ind tate

tyPes and varieties. Since the size of the report had to be limited

no attempt was made to compile a comprehensive list of training programs.

Through the courtesy and cooperation of vocational-technical educa-

tion leaders, whos names listed in the ap ,ndix of this report,

have an up-to-date overview of technical upgrading programs in the
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'United States--clas-ified under f ve categories;

(1) Workshop. at TeaCher Educational Institutions

Industry and Business Snonsored Workshops

Workshops Sponsored by Technical Societies and La

Organizations

State Department of Education Sponsored Workshops

Work Experience Programs in Business-and Industry

There is considerable overlap, between these classifications. Teach-

er education institutions may sponsor industry conducted workshops; state

departments of education may sOonsor workshops condugted by teacher edu-

cation ins _utions; post-secondary institutions sponsor work experience

programs for their own teaching staff. These and other similar over-

lapping arrangements demonstrate the interdependence of these agencies

in their professional upgrading efforts.

0
The Scpe of Technical Upgrading

Technical upgradina of post-secondary vocational-technical instruc-

tors takes many forms. Most frequently, business and technical society

sponsored courses, workshops, and training sessions dominate. Colleges

and universities also sponsor technical workshops either by themselves

or in cooperation with state departments of education..

Other, less known but equally'significant programs include,-in

dustry/school exchange; summer trad

trade-experience oriented activities.

experience; evening. and weekend

A different but still important form of technical upgrading

attained through adVisory committees and technical-professional organi-

zations. Instructors, who meet regularly and frequently with their

advisory committees composed of business and industry representatives,
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gain valuable; current infor-ation regarding their respective echnol-

ogies. Similarly, teachers- active in technical societies keep up-to-

date in their'subjects through the organizations technical meetings and

publications.

age other type of technical upgrading takes-place when in ruction-

al programs Use business and industry as a laboratory for part of the.

program. While the purpose of cooperative work-experience arrangements

is service to students, the periodic visits to student work-stations

also enable instructors to observe current work practices and equipment.

Incentives for_Technical Upgrading

The Commission on Nursing Education of the American Nurses Associa-

t on is currently recommending the adoption of St ndatds for Continuing

Education.in Nursing.1 The objectives of,the standard are to assis'

nursing personnel to improve their practice, promote and exercise

leadership in effecting change in health care delivery systems and ul-

fill individual professional aspirations.

ANA recommends the contact hour as the basic unit of measurement

for continu'ng education in nursing. The contact hour is a unit of

measurement equivalent to 50 minutes of participation in an organized

continuing eduation experience.

The Commission recommends the use of the CEU (Contihuing Education

Unit) as one unit of measurement and recording for organized educational

offerings. One CEU is ten contact hours of participation in an organized

continuing education experience.

In some instances educational ins _tutions grant academic credit

c ntinuing education activities. Nowever the educational institu-

tions must bo petitioned for such credit prior to the planned activity.
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The American Society of Radiologic Technologists and the American

Registry of Radiologic.Technologists developed its guidelines for Fvi-
,

dence of Continuing Education in July 1975. Ecr is a voluntary ree007-

nition program. To-satisfy the requirements for Fcr a Minimum of one-

hundred points must be accumulated within a three year period.

Points may be earned in any one of the disciplines of radiologic

technology (diagnostic, radiation therapy, nuclear medicine, etc.). A

maximum of 10 points per year may be earned for practicin one's pro-

fession. A minimum Of 20 points must be obtained in the disciplines of

radiologic technology.

A maximum of BO points may be earned in related courses for aca-

demic credit.

A maximum of 30 points may be obtained throuqh non-related subjects

academic credic.

A maximum of: 12 points may be earned in the areas of on-related

published material.

'Excesa points earned during a three-year accumulation period may

not be carried over.

ECE 'points can be earned for participating in educational ac vities

(outside of one's job).

Presenting paper 3 - 10 Related published mlterial 3 - 10

Scientific exhibit 3 - 10' Textbook 100

Lecturing 3 - 5

- The Minnesota State Plan for Vocational rducation evidence

of 10A clock hours of updating activities for each 5 year v c tional

'-ato renewal. Pach approved week of employment rel
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occupation equals _-lock hours. Up to rn clock hours may he

for leaves spent in husiness, indust y, or agency oYmeriences. Indus-

trial conferences, institutes and seminars Ln busine

rated on actual clock hour basis.

_ and industry are

Idaho's State Plan contains i: uirements for,teehnical up-
=

grading. Non-degreed instructors may also earn university credit toward

undergraduate degrees at two state universities for approved technical

upgradin: activities.

TECHNICAL UPGRADING SPONSORED RI( COMMUNITY
COLLEGES AND UNIVERSITIES

The College of Pursing, Marauette University, Wisconsin conducts a

one-week course, Instruction in Associate Degree Nursina Programs. The

course is designed for currently employed instructors in A.D. Nursing

programs and for those nurses who are preparing to teach in the A.D.N.

programs. One day of the five day session is devoted to group instruc-

tion according to content areas in nursing specialties (Medical/F_rgical,

Psychiatric, maternal, etc.). The remaining 4 days deal with instruc-

tional sk 11 development.

The Dallas County Community College District heaan the implementa-

- tion of an in-service training grdgram for administratos in Septemher

1975.3

The development of the program dealt with three components:

(1) a body of cognitive knowledge which could improve existing admin-

ators and prepare faculty members for administrative po tions;

(2) a _ '_es of small and large group communication labs to work on

val e identification and human relation's: and (3) internship exp =i n

for those seeking administrative positions.
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ilf-instructional learning modules are being developed and field

tested to focus on the cognitive knowledge needed in coiTununity college

administration. A list of ad inistrative competencies that were deemed

common to all administrative positions were the bases for the dules.

Ferris State College conducted a course in Auto Electrical Systems

combined with Media Development in 1975.4 The course combined technical

updatinq with instructional media. development. Activities included

technical presentations, instructional design and development and techni-:

cal and media laboratory work. Participants developed instructional

laboratory guides for automotive lighting, instrument and electrical

accessories unit of instruction.

The School of Technology and Applied Science, Kansas-State College,

annually conducts special workshops in numerous technolog es to upgrade

teachers and others in new innovations, procedures and developments.

These types of workshops are offered by most vocational teacher education

institutions.

,COURSES AND WORKSHOPS SPONSORED BY TECHNICAL SOCIETIES

Continuing Education Workshop at Virginia Polytechnic Institute &

State University to upgrade instructors (3 days). Virginia Association

of Allied Health Profeasions Cor . -for health occupations instructors

'and health care workers at V.P.T. (3 days).

Wisconsin ReStaurant Associationi NIFI-2 Sanitation Post-Griduate

Recertification (National Institute for the Food Service Industry Home-

study& Classroom course. Summer 74. Wage 5, Four Rules Clinic (one-day,

six-hour clinic) . The Fmployee Handbook (one-day seminar). (Appendix p)
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The United Association of Journeyman and Apprentices of the Plumbing

and Pipefitting Industry sponsors an instructor traininQ course at Purdue

University. The requir ments for course completion include 110 clock

hours of t chnical content and 70 clock hours of applied science in addi-

tion to 100 clock hours of r)rofess onal education. An instructor train-

ing course is sponsored hy the Ngtional Training Fund, Sheet Metal and

Conditioning Industr through the Center for Vocational-Technical

Education, Me Ohio State'University.

The -Central Portland and Brick institute of America sponsors a

week MasonrY Instructor Workshop on new masonry products and construc-

tion.teChniques, ln

The National Safet_Council is planning a pilot safety training

course for vocational-technical teachers in 1976.

STATE DEPARTMENT OF EDUCATION SPONSORED
TECHNICAL UPGRADING

Flo ida

A 2-week workshop Clinical Updating for Health Occupations Educa-

tion Teachers is scheduled for the summer of1976 in Florida. Teachers

will be brought back into selected clinical Settings to practice clini7

cal skills and become competent newly developed-procedures or tech-

nigues.

Workshop also planned in agricultural education in Soi

Yield Grades in Livestock, Livestock Selection and.Agricultural Mechanic

Skills; Recent Innovations in Data Processing Technology--2-week work-

shop for business education instructors; and a 3-week session fo- cos-

metology instructors in New Fashion Products, Styles and Techniques.
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Two-day ser.inars are also plannerl in Regist red Nursina, Respira-

tory Therapy, Dental Auxiliary, and Operating Room Technician. Seminars

during 1974-75 included Land Surveying, Registered Nursing, Fire Service,

Practical. Nursing, Medical Laboratory and Home Economics Related Occupa-

tions.

All of the above programs were funded bv the Florida Depar ment

Education. Funding included stipends for the participants.

Georgia

The Georgia State Department of Education and the University of

Georgia provide an opportunity for all vocational teachers, secondary

and post-secondary, to uparade their present occupational knowledges

and skills through ProjectUpdate. The pragran places teachers in

formal training sessions and structured work experiences in business,

indus _y agriculture and homemaking related areas.

Holders of 3-year teaching permits may complete up to 80 Clock

hours 'of technical upgrading under the plan. University credit may be

obtained for participation with prior approval from the Division of

Vocational Education, University of Georgia. (Appendix

Louisiana

Louisiana Department of Education sponsored and funded in-service

technical workshops for

Nursing (3 days), Weld

---
instructors in Auto-Se-vice-(3-days), Practical

ng (5 days),-Refrigerat

days), Radio-Television-Flec

on &,Air Conditioning

onics (5 days), Shipfittinn (3 days),

Office Occupati ( 2 days), Supervisory Tra ning (5 days). They also

offered two additional technical upgrading workshops of general nature:

The Metric Sy day) and School Shop .a ety (I day).



245

The State Education Department's involvemedt in the technical

grading of po condary instructors includes the qraritinq of funds to

individuals to participate in su1er courses that they sele t and can

convince the SED _f its value to them. The SFr) also funds workshops at

4-year institutions, particularly enqineerina schools who apply for

fundina and to which elicible instructors can attend. Finally,

service ependitures are funded for new program inceptions at 2-year

institutions.

Oklahoma
tie

The Oklahoma State Department of Education and Central State Univer-

sity soonsored two summer institutes for technical instructors in lq75.

The Institute in Health Occupations Education in June dealt ith

Role of -he Instructor in Vealth Care. Professional and student-instruc-
,

tor relatiOnships and evaluation of instruction :opics were featured.

The Second Annual Computer Science Education Institute,in August

was -designeCto upgrade the te hmical competencies-of 'the-classrooM data

processing 'teacher. Systems analyses and design and specific proqrammna

languages were explored and studied during the ten-day institute.

Seventy-one inst uctorsjrom 21 states participated.

South Carolina

The South Carolina Board for Technical and Comprehen ive Education

developed a comprehen ive faculty and staff development'program!for the

stat 's technical education system. 4
Vocational-technical inst uctors

may utilize certain provisions of this procTrm for technical upqradinn.
)

.

More specificafly, faculty participat n in pre-planned and ins tut n-

1

.

ally'approved technical upqraciin n activitieslis not only encouraged, hut

2 76
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funded. Fach of the state's TtC institutions allocat s funds fora

progralTl of staff development. A supplementary allocation of state funds

-is made to institutions on a _atching7funds bas s. They receive supple-

mental state funds equal to=the amount allocated to staf, de -elopment
1

by the institutions from normal revenue sources.

Approved technical upgrading activities include educa ional field

t ips, membership in professiona]L societies, educational leave, Workshop/

conferences/seminars/institutes, etc.

Pa_ticipant in-service.development activities are selected on

the basis of need, quality of proposed activity, effect of proposed

activity on the instructor's instructional program, and the availability

of funds for the prepOted activity.

Wisconsin

Wisconsin Board of Vocational, Technical and Adult rducation -rgan-

ized a Post Secondary Marketing CUr Conference jointly with the

University of Wisconsin-Madison, Di tributiV; "FduCation Department (1974)-.

The conference featured three general sessions/for ail-_ nference parti-

cipants and separate programs in Fashion Merchandising, Gerieral,Market-

ing, and Marketing Specialist.

INDUSTRY OPERATED TFCRNICAL UPGRADING PROGRAMS

The National P-inting Equi ment Association and the dia hic Arts

Technical Foundation conduct t o-week teacher institutes'for full-time

instructors at the GATF Technical Center in Pittsburgh dbrina July and

August.
7

The program covers a full range of topics relating to graphic

communications technology. A fellowship is anted to each participant

to cover the costs of tuition, room and lunches. Arrangements for

college credit are made by the participating instructors. In addition
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s GATF presents intensive one-day t

cm graphic communications technology aroUnd the.country

arranged through education and industry groups. One-Ye

internships are also available at the GATP Center. ,

rlectronic Industries Association present summer,w

Flectronic Loalc and Numerical Control; TeleVis.ieonServ

Color and Modular).

The Culinary_Tnstitute of America offers continuin,

,

grams for interested food service oekSonnel..13 Course's

t.tional Food Service Systems; Principles of Charcuteril

no World; Classical Buffet; Advanced Baking, Pastries;

Dining Room EerviceWines and Spirits; Ice. Carving'; eti

2ummins ervice Sales, Inc: is planning .a Cunimin

shop for vocational instructors for summer i976.9 The

signed to familiarize the instructors with the latest mc

diesel engines and their servicing.

neral otors, American Motors, Chr sler Car rati

wagon of America offer 5-day to 3-week update workshops

aducts and servicina technology for automoti'ye instrut

shops are offered in every region of the country. (AppE

incoln Weldin Co. and Hobart BrOthers provide we]

for instructors at convenient locations.

Central Portland and Brick Institute of America spe

nstructor workshops where requested.

Mercur: Marine Fnaines conducts Marine Mechanics In

Shops where requested.
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Printer Trade _and TrrIic:jI To(T ' On ninns on In-Service

on. Fr) 016044 Pennsylvania 1-7tate University, Unive y

Colleq- of Education, 1flF4.

Ninety-one administrators and 21 instructors were re- er to

respond to a questionnaire listing 72 professional and 22 suhject matter

in-rerviee act ivtirs. They werc asked to indicate past part icipatior'

willingness Pa ipate.

The findings revealed that teachers participated in as rur

fessiona.

ration

The pa

subject matter,in-service edu_ -Aon.

mined their preference one or the other.

nce 1 prepa-

,

lnts recom ended thlt in-service activities he increased

hoth categories (professional erne: subject mat_ ); teachers be in-

volved in choosing, planning and executing their in-service activities;

and that planners be cognizant of the pors_nal experiences of teachers

and their effect on the program.

Koschler, Theodore A. A week Summer Institute

ain Office_Fducation Teache Toachin . Pusincss Fiectroni

. Data Processing. ED 003096 Miami: Dade Junior :ollege, Florida, 1065.

Sevnnteen office education instructors received technical updating

instruc_ on in Data Processing and the incorporation of the new sibject

content into appropriate teaching methods and cou- a e als.

Course outlines were also developed for p ram implementation.

Sexton, carl N. In-Service Work Exerience Internship Program for

Gecu ational rducation Teachers._ Final rn 007461. Charleston:

---1 Ininois University, Department of Health ilucation, 1g7A.

The development and implementation of a system of in-service work
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experi -ice for oc pational education instruc _

this st .

Twelve ins

lea ed from roqular t aciing duties for a mil

was purpose of

:on tinq all occunational ireas

_f
1

Individuali2!ed progr m5 of personal development were estOlished

with the cooperation of the participants, acodomic advisors and' Y

industry personnel

A model,for the development of an n-f;nrvice work exper ence ro-

1 is de -rihed in the final chapter of the

Weisman, Herman M. Program for Technical Communications Traininu

Ins i ute_for Technical Fduc t Teach

Fort Inns! Colorado State University, 196').

A two-week Communication Training ProrTram was held for 40 vocational-

technical instructors to deve1o, effective era- _, -es in technical com-

munications. 'Ye schedule included cur- icular study and developmo

lab sessions in technical communications.

the two-week session the particip.nts attended the one-week

Annual Institu in Technical and Industrial Communications. .The pro-

gram provided 5 credit hou

WORK F;MFPIFVCF OPPORTUNITIFS. FOR
VOCATIONAL-TECVNICAL INSTRUCTORS

Idaho State University Area Vocational-Techn cal School sponsored

industry/instructor upgrading t aining pro for the past four years.

Opportuni ies encompass all vocational-technical teachers in state. The

project is EPDA funded.

Wes e Vevada Corenunit Collee was involved in an industry-colle

personnel exchange with IBM.
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The Defa- of Industrial Fducation, tTniversity of Maryland

offers college crdit for approved work experiene. under Organized and

Eupervis ed work Fxperie (App ric ix

It should be noted that many instructors take employment in ir

field durina summer recess.

Wisconsin Board of Vocational, Technical and Adult Education pro-

vide!- flpp unity for apprentice instructors to advance on their salary

schedule Lhroucjh approved summer trade ex

circuit instructors

Approximately three

ticipate annually. The learning experiences are

dcv loped jointly between management and the unions.

A project sponsored by Southeaste=n Oklahoma State University

placed vocational teachers in industry and business to work at night, on

weekends or in the summer. EPDA funds were used to pay the salary of

the cooroiriator, student's enrollment fees and stipends to offset living

-pense differentials of the participants.

Instructors from all vocational service areas participated. ApprO-

iate graduate or undergraduate credit was granted upon completion of

each ass_gned work experien e. The objectives which were to be met were

stated in an agreement between the instr,ctor, the business or industry

and the Unive

The Dunwoody Industrial Institute of Minneapolis offers 12-month

contracts __ its vo tional-technical ins -uctors. All inst uctors

teach during the 9-month school year. Summer responsibilities follow A

b.ree-year cycle of teaching, curriculum development and work in the

respective occupational specialty. In effect, Dunwoody instructors re-

fresh their suhjec- competence by working in heir occupation at least

every three years.
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JDUCATIOi-TflDIJTPY STAFF EXCI1ANCE

Sou 1_2a Community College in Lincoln, 1ehraska developed and

pilot test 1 n model business community/vocational _lu ation interface

procram to -_ve post-econr1ary vocational-te-hnical education.
10

The pronram allows participatina teaching faculty on- ite in:us-

trial visitations and work related activities. Tt facilitates direct

commit:lea ions between the business and industrial community and the

uctidnal staff.

Participants fro- the busin ess comunity directly interact with

ts in an instructional settina and recomrenc1 changes for improving

instructional content, methods and/or equipment.

Program options include:

1. Inst=uctor visits one industry for two weel.-.s.

2. .Instructor visits several industries for one or two Hays each.

3. Feveral instruCtors may visit one or more industries for one

five days.

4. One industrial consultant may visit the campus for two eeks.

5. Several consultants from several di_ferent businesses and

industries may spend one to three days at the campus.

Several consultants one business or industry may vi__

the campus at once for one or more days.

Project funding provides substitute instructors while participating

faculty are off-campus and honorarium with travel expenses for indus rial

consultants.

The New York State Education De a: ment facilitates industry-educa-

tion contacts through the office of the indu ry-education coordinator.11

Many of the activiti s coordinated'by this office are designed to
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familiarize non-vocational. echnical education instructors with ind--

and business ol_ ,tions. For example, Ccrnrnunit:y Resources 'oorkshops

participants during the summer recess become familiar

try

portunities and develop cur iculum materials _rclaterl to their instruction-

al fields. However, the coordina -is office also arranged such activi-

ties -- the Aluminum Association , alumlnum welding workshops to update

weldi-q inc,tructor competencies.

The tED also assjted in the format_ n of renional Councils of

Scientific Societies. These coun ils a -anne joint meetings between the

technical societies and education organizatiOns wit similar concerns.

They also facilitate instructor -embership and participation in techni-

cal society activities.

Western Wisconsin Technical In- itute received rPDA funding (1975)

project broughtfor an education 'ndustry staff exchange program.

specialits from industry to conduct in-service trainina for the oleo-

tronics and fluid power instructors and nt technical report writincl

and data processing teachers to plants with offices to upráde. their

occupational skills.

-The objectives of the program were to update the occupational

experience of teachers; (2) to identify their occupational experience

needs; (3) to develop am individualized occupational exnerience,program;

(4) to bring expert_ from -business and industry into the school; and

) to incorporate current job practices and requirements_into the in-

strUctional program.

The State -Jan of Action for the Texa- Personnel Dvelo 12

for1973-74 was an outcome-of the recommendation of the A vispry Council

Technical-Wocational rduca ion in Texas. The Council recommendation
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system of educational exchange with inclus try and bu ss an

of the state's -1 in-service education A pilot

prota.am w-s establish-, under PPDA funding in 1973-74 to lop an

appror iato P nel exchange program. An advisory council corn

of tralninq directors from industry and bu i s , vocational teacHer

educators, yocational-technical teachers and administrators anSint4 in

the development of the pilot project. The major objectives wore!

lap----date training and work experience for ins uctors; (2) irprove-

nent of curriculum content Leaching ethods and student services throuk

the assicinment of non-educational personnel to jobs in education;

the creation of an indu siness, government- labor, and cduca-

tion personnel exchange sys , .and, (4) providing public information

regarding the project operation.

Two of the recomMendations of the newly formed advisory coun,.i

recommend: (1) that the rd for Vocational ''clucation endorse a

policy reauiring periodi in-service w k/training experience for in-

structo s; and (2.) a auircment that each staff In Thor prepare his

own five-year professional growth plan.

Seventy-six post-secondary instructorS partici _ted in the program

during 1974-75.. Par ieipants r--eived a stipend of n75 nor week. Train-

..
inn periods ranged from 2-weeks to 3-months.

During the suinmor_ of 1974 nine intru f on Angc Tr .e-

-hnical Conoco participated in 6-week indus try e'xchancve oronrams.

They renresenteci Culinary Arts, Riectronics, Nurinn, Aviati_n, Pho

-aphy, Drafting, Intensive Care, and Printing. The instruct

. sent into industry for a 6-w ek period. Py remaininci employees of the

Los Angeles Community C011ege District and drawing -th regular
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salaries the ins true tors were a

Lo search, Inv and explore new

have more lati Luclr

q as they

tho they nLhrrw ise would have had s industry employees .

ent'

mhere is qeneral aqreeiurnt ronc1

supervisors and students that p_.7t-secondary vocat ona -technical

Lcici1eL musL he c mpetent in the Jubjeets they teach. There is also

many states

:2s, to mechnical t1pqradinn

administrators,.

universal agreerk...t among 7secondary educators

fessional develop ent programs favor pedagoaic, administra ive an0

supervisor- training activities over technical upgrading.

In-service experiences for community college technical instructor,

pose special problems. Many of thcm are enrolled in university exten-

sion courses throughout the year to obtain undergraduate degrees. Others

in similar fashion, are working on graduate degrees, which are almost

manda ory at numerous post-.econdary institutions.

Instructors teachina in day programs, freauently teach evening

classes also= Vile such assignments provide increased income, they

leave little time for occupational upgradina. 7.n additional obstacle

to technical upgradina is year-round teaching assignments

It is hard to escape the fact that full-time teachina of day courses

plus evina classes and completina deoree requirements, leave little

time for updatina subject skills and knowledge.
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SUMMARY

Rep, -ts of this type should be analyzed not only for what they

inoludo, but for areas of concern that are not included. Viewing the'

various chnical upgrading ac ivities across the nation the outlook

appears to be promising,.however without adequate research data on thi-

subject we n only suspect that in spit of those activities, many

-secondary vocational-technical instructor- fail to particinate in

them.

While post-secondary institutions encouragetheir instructors to

upgrade themselves, they rarely require the upgrading to be in the

technical toachina specialty. More commonly, instruct° upgrade them-

selves in teaching or administrative skills- hich usually translates

into university credit for advanced dearees.

A revis _n of graduate program options seems highly desirable,

hernhy nical upgrading has at least as much value for an advanced

degree as courses and experiences dealing with administration, research

and supervision.

P ssible revisions in state certification requirements can be even

more definitive. Presently, in most states an electronics instructor

can he recertified on the basis of completion of courses dealing with

educational ad inistration and supervision. The students of this in-

structor would be ,erved Ear better if he were required to upgrade him-

self in his subject field instead.

Finally, we must not lose sight of the fact that technical upgrad-

inc is only one facet of professional development. Staff development

involves de range of efforts for examining and improving the teach-

ing cunctiofl. While this renort deal

280
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?in

,maLtur conpeLony, tho other h i,ertoin[nry L- troch-

ino skills huwan relations oro importiint.

Judninc1.1,y the nurl,er varittr of activit natior,

it= appears that F,taff developrenL it; a ner.0 whost- hroi comr,. ruch

belated rocm.inition of it y irrorlanee is beoinning to oemeate the fol

Of pot.-s0conary institutions. n, can only :10p0 t,-lat thin trend i!'; nOt

a Fad I,ut Lruc_ ilviicaLion or ,1 permanent reversal of past nriotitir

7
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All uporaOino activities must have pre-anproval hy appropriate
vocational director suhiect to rervieW hv the Division of Vocational-
Technical Education.

All applicants for renewal of prenaratory five-year certificates
must present evidence of 1OR cloci hours of urdatino activities
to4en within the five-year period. These clock hours may he earned
hy ttendino word:shops, conferences, industrv-snonsored institutes
related to the area of certification or hY actual work experience in
the area of certification. Approved worh experience will count a__
tho rate Of nicht hours of work which will he equal to one clock
hour. Fr-edit roiir'-es in tho area of certification or education
courses may IN-) sul.stitutecl at the rate of one credit eoual to 12
clock hours.

Type of ivitv

one annrovod week- n
related to the otcm,atiot

Clock_ Pour

clock hours

Industrial conferences, teachino
workshops, institutes and seminars
in business and industry or con-_
_nine education in t.eachino field Rated on a clock

hour basis

Leaves spent in husineSs industry,
or aqency experiences when approved
by an Area Vocational-Technical
Institute Director or a Local
Vocational Director . .. Up to 60 cict

hours

In the/event that cortificatiOn requirements have been increased,-
candidate shall receive the certificate for one five-year period

durinq which time he must meet the additional requirements.

-The recertification rcouireronts ray he waived by the State Director.
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riinip PPrillEP

'Update is a 'program sponsored by the University of Georgia and the
Department of Education to provide an opportunity for all vocation-

teachers, secondary and post-secondary, to participatein a learning
)erience to upgrade their present occupational knowledges and skills.

Update will place vocational teachers in formal trainiAg sessions and
structured work experiences in business, industry, agriculture and home-
makine relat.d areas, as well as other selected training agencies.
Participants will be given the opportunity to develop those knowledqes

skills which they must possess to train their students for maximum
efficiency and employability.

_Policies Applicable to Update

A. EligibilitY to apply: all vocati nal teachers

D. Length of training: 00 clock hours p_x year maximum

C. Options available from train
.

1. 2729_2121-de teachinq competencies:

Length .of training may vary in accordance 'with the
training objective(s), tim-and-trainina stations'
available where'the desired experiences may be
obtained.

To renew tfachin9 _pepm4:

Only those individuals who have completed the
required 20 quarter hours of University credit
and .received a three-year teaching permit are
eligible.'

b) 80 clock hours of approved program partici-
patiOn may be accumulated over a three-year

.

period for Permit renewal purposes.

Under special conditions'a teache may enroll in
Project Update on a credit basis With prior approval
by the Division of Vocational Education, University
of Georgia, as part of a.olanned course of :study.
The number of credit hours and additional profession l
work would be established by the -tudent's faaulty
advisor on an individual baSis.

2
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;MI nort:.

Financial renronsihilitv ror ray, tralrel, etc. restr, with. tho .,
individual and his nehoot. ("o finareiol anni.O.nnce
ahle From the !Iiivernity.) Tnterir toiicher-renr,Qnnihilitv
rests with the.school. Thy (mentions with rec!ard to rtate
reimbursement for travel and sut.sintanco should he Oiroc
to the inflivival participant's aerrooriatQF;tate suporvisor
in the office or TW.ilt an(7 wocaioral Educltior.

:ion Procedure

A. Cempletc,' an l\rrlication for Particie.ation ir r'eflate rorr.'
(Nue form for nehool pernonunl ar,! clreen fern For
rest-secondary reronnol.)

flhtnin arpreyriate local os J74-iato er
reverse siLle or the applica'on corm.

C. Forarrl the lpplication rorn'to t*e tca,n nr.eartment ofFirial,

n.

liste.I on tIle reverse si'le or the application.

Th rtate 74-Tartm(* will endorse arol'forward the corplete:!
application Form t6 the nnivernity coordinator. f7iihrlinsion

of this Form is an,aercenent on te aprlicant's eort to
particirate in !)rdate.

le.'horPa prorerly oroflorned application ds roceivel 1-A, the nniversity

coordinator, he will contact the aoplicant tn COnrirM:

A. Trainine site

o. Trainine time

C. Ojec .ves of training

Additional information concorninn rroiect tfrerl.ate ray e ol-taine,1 hy

contacting:

Co*inator, Project t:pdate
4031Tucker
nivsion of Vocational Fducation
UnOorsity of Goorqia
Athqns, (1A. 3n(rn2

rhode: 401 542-45,-;0 or 40i1 2-1711.--

0
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StAte University, Plackf

Director, Trade and Trich
Technical and Health Occ
EdUcation. Nebraska neT
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jackso , Bill Assistant Director, Vocational
Technical Education. State of mew
Mexico, Department of Education,
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Keck, ert V.

od, Robert V.
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_a of Wisconsin, Board of Vo-

ca:ional, ,Techn" l and Adult
Fdu-'ation. Mad on Wisconsin.

Assist t Superintend_nt for Voca-
tional ucatron. onwealth of
Kentucky, Ea., Bureau of
Vocational Ed Frankfort, Kentucky.

Teacher Educator:. University of
Nevada, Rano. College of Education,
Division of Curriculum and Instruc-

on.

Director, Faculty and Staff Develop-
ment, State Board for Technical K
.Comorehensive Fducaticin, State of
South Carolina.

Consultant, Program & StaffDevelon-
ment, Division of Vocatlonal Education,
state of Florida; Department of Edu-
cation, Tallahass e.
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Miller, Wilbur

Moss,_Irome Jr.

Pinson, V7illiarP C.

Rolland A.

'Rosebrook, Jame

Richard W.
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Chairman, Industrial Technical Edu-
cation. Arizona State University,
Division of Technoloay, Tempe,
Arizona.

Chief,yocational-Continuing Educa-
tion Section, Education, Science and
Culture Division, OttaWa, Canada

Professor & Chairman, Department of
Indiana, Educational University of
Maryland, College Park.

Program Specialist Trade & Industrial
Education. r.tate of Louisiana, Dept.
of Education, Baton Rouge.

Chairman, Vocational-Technical Edur
cation. The Ohio State University,
Columbus.

Chairman, Practical Arts & Vocational-
Technical Education, University of
Missouri, Columbia.

Professor & Chairperson, Dept. of
Vocational-Technical Education,
University of Minn., Minneapolis..

, Chief Supervieor, Ancillary SerVices.
'State of- South Carolina, Department
of Education, Columbia.

State Supe 'sor, Trade and Technical
Education. State of Idaho, State
Board of Vocational Education, Boise,
Idaho.

Supervisor, Industrial &,Technical
Education. West Virginia, Charleston.

State Coordinator, Occupational
Education, The State of Wyoming,
Department of Education, Cheyenne,
Wyoming.

Director of Education Services, New
Prunswick Community College, Vine
Frederickton, New Brunswick'.
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Shenck, John
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Ooord4,nator, Voca 'onal-Technical
Education. . Oovernment of thr Virnin
Islands of the U. Department of
rdueation0 Charlotto Aralic,
Thomas, V. T.

Head, Vocational-Technical Teacher
Education. Vniversity of South
Dakota, SPrincifield.

Smith, John C. Industrial Education Consultant,
Alherta Education, Calgary, Alberta.

John

Stratton, James R.

Stumpf, Arthur D.

Sugarman, Michael

Thomas D. W.

Velez, Vidal.

Vineyard, .Ben

Malker, Russell A.

Coordinator, Project Update, Division
of Vocational Education, University
of Georgia. Athens, Georgia.

Association in Higher Occupational
Education. The State Education
Departmen Albany, w York.

SupervisorTechnical Fducati_n,
Department of Elementary & Secondar
Education. State of Plissouri,

Columbia.

Associate Professor, College of
Education. The University of Akron.

Consultant, Post-Secondary Division,
OccuPational Education and Technology.
Texas EdUCation Agency, State Board
of Education, State Commissioner of
Education, Austin, Texas.

Director, Puerto Rico Research
Coordinating Unit, Departments of De
Instruccion Publico Programma- De= =

Instruccion Vocacional Y Technica,
Hato Rey, Puert0 Rico.-

Chairman, Depnrtment of Vocational-
Technical Education, Yansas State
College of Pittsburg.

Consultant, Division of Occupational
77esearch and Development.. Texas
Education Agency, Rtate Toard pf_
E611.2ation, State Commissioner of
Education, Ftate Department of Educa-
tion, Austin, Texas.
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Eenor, Clifford Vocational Fducatinn Consultant.
Stato of !.-'isconsin, roar-0 of Vo-
cational, Technical an0 Mult rdu-
cation, r,larlison,
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Appendix 17)

SUPCFS OF TIXHNICAL UPGRADING ASSTTFNCF
IN SUSTNESS Aro IrDUSITRY

National Association for
Industry-Education Cooperation
235 Hendricks Plvd.
Puffalo, New York 14226

National ilafety Council
Director of Trainina
425 North Michiqan Ave.
Chicago, Illinois 60611

Cummins Service & Fales, Inc.
Training Department
1661 McGerry
Los Angeles, CA 9no21

The Culinary Institute of America
Coordinator of Continuina Education
Hyde Park, New York 12538

General Motors Trainina Center
97n Pest Rluemound Road
Milwaukee, Wisconsin 53213

\wiconsin Restaurant Association
122 West Washington Ave.
tadison, Wisconsin 53703
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ASSISTING "NON-TRADITIONAL" STUDENTS
AT

MIAMI-DADE COMMUNITY COLLEGE

Alberta Goodman
Office of Currieulum and Instructional Support
' Miami-Dade Community College - North Campus

Currently. is.a growing number of so-called "non-

traditional" students attending Miami-Dade Community College. At

all four campuses are various p ograms designed with these non-

traditional students in mind. The following describes som- of the

programs at the North Campus which are representative, though by

no means exhaus ive, of those offered by the college as a whole.

First, who are so e of these non-traditional studenls? They

may be black students, older students returning to school, women ,

_international studentS, Cuban students from families who once were

refugees, people lacking basic literacy and/or computational skills,

physically limited or handicapped students, or anyone who does not

feel comfortable with the typidal (traditional) classroo, experience.

To attempt to accommodate the,various needs oUeach of these groups,

and furthermore to serVe the needs of each of these students as

ve-but necessary-endeavorsindividurlis, are very difficult and expert-

within. the philosophy of the Open Door.-

Because approximately twenty percent of the _fudent body at

North Campus is black, there are many efforts being made to serve

the specialized needs of this group. For'example the Black Studies

Progvam, which was conceived and,implomented in the fall of 1971,
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has two basic combnents: The Center for Black Cntributions and

the Black Studies curriculum. The Cen er serves the camp s and

the èomiuunity by making available re _u ces\,._displays e hibits and

pexformances depicting.tho black experience. in adai ion, tho

Center publishea an anthology of black s ident 7 eativity, and

publicizes its offerings as well as lose of the Black Stu'dies

curriculum. This curriculum,

which give adequate emphasis

posed of general education courses

o both the African and European influ-

ences on American civilization and special courses specifically

d_igned t_ investigate black contributions, serves our black studen s

by understanding their different cultural orientat_on and adjusting

it us part of ita content and methods. The program also _erves

white Aidents by giving them an opportunity to learn, understand and

appreciate the contributions made to Am rican society a/d culture by

blacks.

In addition to the Black Studies Program, the Black faculty

Organization coordinates the efforts of black f-eulty and students

in helping the North Campus better accommodate, continuou ly, theil

needs and desires. This organization acts as a catalyst for change

favoring blacks'on campus. Over the year its members have designed

and Shared with the campus community workshops on black contributions,

and have provided counselingon an individual basis to both staff

and students haVing questions and concerns related to dealing With

persons from other races. There is also the Bladk Student Union

which is an organization established as a means of orientation and .

cultural experie ce for black students. -Still in the student
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activities area, and although black women are of course eligible te

be in the Miss Miami-Dade,contest,there is th- M. ss Black Pearl

pageant. As a result the current women's liberation thrust on

the campus, both of these beauty competitions may diminish (er

become "Ms.") in importance in coming years. However, at the mo

they see- to be addr -sing a need.

Apart from organizations of students and _ faculty, individual

offices make special efforts -eet bhe needs of black students.

Ono striking example arose out of the Federal government's mandate

that all studentsleeking financial aid had to fill out some ex _emely

complicated and potent ally demeaning forms. The Office of Financial

Aid decided to set up a program to help students complete these

forms with a minimum amount of hardship and as little invasion of

their privacy as possible. By coordinating the voluntary efforts of

varying student service groups, faculty organizations, and student

assistants, the Office of Finanicral Aid is now able to provide

numerous locations on campus at the high schools, and in the

communityas well as numerous times--where competent and do

earth people lend support to stUdents completing these forms. The

vast majority of the students currently reeeiving this help are black

part of the:plan for the future, therefore, is to recruit some:of

these "helpees" as llelpers" for next year, thereby planning for a

pool of empatheti peer teachers.

In addition to our large percentage,of black students- we have

an .inoreasing.ly large number of older persons returning to college.

These students-usually have not been in school-for many years; often
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they worry about having forgotten their basic skills, feeling out of

place in classes with much younAer people, or not being able to

move fast enough to get from one class to the next. In addition,

many of these students have retired from the world of work, or are

recently divorced and considering en _ring the world of work, or

in the process of some other life change which is fraught with

significance. The Mature Students Center has evolved as one Measure

to help serve this non-traditional student population. Providing a

security base where older students can meet one another, is program

offers re-entry and job counseling, personal counseling, and periodic

workshops in response to requests from the people using the Cente

While many of these returning alder students are women, there

are also growing numbers of women students in their teens and

twenties who have special needs. The Committee to Study the Status

of Women, an institutional committee having branches _wall four,

campuses, has,been established te-help meet these needs. Several of

its goals are:. to promote affirmative action; to help reduce the

amount of sexist materials in the eUrricula;,to improve day care

f

services; to expand the depth and b_ adth of information for and

about women thr ughout the campus community; and to assist in con-

seio- ness raising. At the'North Campus this year, for example .one

f the highlights which the campus wmen's-committee has provided

is a week in celebration of the year _he woman. During this week,

seminars open to all members of the college community, as well as the

larger county community, have been offered/on,a variety of topics.

295



Pro loss iA

art

women, doctors

271

lawyci.S., broadcasters, musicians-
,

business people, and rape prevent ion counselobrs have donated

their time to answer ques-ions, eliminate myths, and dis eminate

infor-- On to interested .people. One could have learned how to be

non-sexist parent, howAo qualify for a loan, how to write a resume

or how to be more assertive.

Among the non-traditional. students Are several hundr d Indians

and Pakistanians, as well as many Lalin American, Canadian and

African, students attending North Campus next year. For the unique

needs of these students there has emerged.the internat!onal Student

Program. The goals of the International Student Program are academic,

cultural and personal. Fore o t among the academic ones is that

having been participants in the program the students will be able tO

"understand, speak, read and write the English language well enough

to function in regular college clasrooms and to fill their own per-

sonal needs." epecial coUrses in English, reading, and speech have

been designed especially for the international students to help them

meet this goal. Offered for full and regular credit', these courses

are not remedial. That is to say thata remedy presupposes something

ng. Far from having any illnesd which needs a cure, the inter-

national students,quite simply have not been exposed to very much

English. The courses.focus on beginning with each student's readi-

ness level, and helping each to master the language as raPidly as

possible, while still promoting the s udent's positive self concept.

in ate cultural domain, the students 4s a result of the program

will be able to "participate comfortably in the American culture,"
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wir positive association of their American experiencos"

when they return to their native lands. In order to b 'comfortahle,

stud-nts usually first need

coordinator,and peer help

ing housing, places c

eel oriented. The program

therefore, aid the-e students in find-

_ship, grocery- stores ulcIi Car y ethnic

foods and other students who sha e their culture. After this

orientnt n phase, the,new student'at his/her own pace receives aid

in grcwing acquainted with American culture.

, As part of ttielr personal growth the uogram personnel hope

the students will "demonstr tolerance by listening to and attempt-

lug to understand _ posing points of view and by recognizing cultural

nnd ideological renees." One way-to enchurage such growth is

through the preparation for and sharing in international Student,

Week, During thi3 w-ek, studen
:4-

dance._, Aewelry, toligious symbols,

foods, music, rituql costumes,

terature and the like repro-

sentative of their cultures ,to open-air booths_ to share with member-

of the campus Held in the fall, this week ates a climate Tor

.closeness as opposed to conflict, during the year. Thus, in the

winter term. it -ay not be urasual to overhear udents whose

count ies are at war engaged in peaceful dialogue._

T- help the students attain all three goals, the cobrdinatOr of

the International Student Program arranges for the testing of the

students to determine their entry level into courses helps,them

with registration, and conf-:s with the stndents regarding personal

7

and academic probLems. (For example, immigration status; with

classes.; with tiz 'hers; with . health; with finances; with emergencies.
,
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The coordinator also tries to get faculty who are sympathetic with

the ne'eds of the int erna t boa 1 students to teach lit the pro- ,n.

While at least fifteci percent of the students at North C 1-nis

Pare of Cuban or _t ,r Spani.h speaking heritage these studentb must

be considclred separately torn the international s-udents because

most are permanent

citizens, and often ther needs

in the community, many are Ame icon

much differe t from those of some-

one who will be here as an immigrant for only .6, few years. Howeve

If theso students wish to be part of the international student group,

they of course, welcome.

For the Latin American students, the camptts has coUnselors

amiliar With their .cultu -ho help faculty and staff grow in under-

standing of these students. Through workshops ond informal sharing,
. !

the staff has become aware, for example, that a y_ ng.Cuban woman May

still be yequired te have a chape one with her if she goes out with a

young man. The staff also is becoming'entightened as to so-e of the

is ueS and confli currently p, sent between some of the Cuban

student- and the Puerto Rican students. As the depth of understanding

increases, sensit ity to the special concerns of these individuals

increase ,

F Auently, ode major-difficulty for, the Span sh speaking stu-

dents, as with the interna al students, is with the language.'

Althpugh they may have been in this country a number of ,'- ars, many

still listen to, read, and speak Spani in their home and neighbor-

hood environments. Courses in the Int rnational Studeat Program are

available to help these students acquire a better command of English.
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. -

In addition, however there Are twn special services ex ended to

alFsrudeiirs,vhicirseernto _be-of particular benefit to the non-

traditiOnal-students. These are The Learning Center (TLC) and the

Community College Studies Program (CCS).

Opened in the fall of 1974 to provide .an academic support

service for all students, faculty, and-Staff at North CaniYus, The

Learning Cen=er presently offers variable credit courses for indi-

vidualized assistance in spelling, phonetics, grammar, ieading

yrehension and writing skills. For example, special credit

=

cOnversation -groups are offered weekly to Spanish speaking students

jncreaSe-their fltiency within a non-structured setting. Or ani

individual may sign up to take one credit, via programmed teaching,

to increaSehis/her reading proficiency. While no special-courses

*havA been designed for black students only, the faculty-and peer

,_chers are-trained to be sells tive to dif iculties which may arise

from students'_utilizing varying dialect§ of English.. Whether a

student isreceiving support through a course or on a drop-in basis,

he/she may work with a peer _eacher or.fa ulty member, cassettes,

various teaching/learning machines, or in a smAll group. The varying

strategies, coupled with the Staff who receive training both in a

discipline and in human relations, exist to put TLC (lender Loving
. =

Care) into The Learning Center's environment.

The Community College Studies ProgrAm is an interdisciplinary

general education program,wherein a student takes most of his/her

courses, each term.- Not only are the courses focused on basic skIlls,

bUt.also the production code for this program is small. Rather than
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being in an English class o- thirty-five, or a social science class

of fifty, the student will be in classes of.lese than twenty-five

'students. The COS facul,y, therefore, are able to give more

attention toindividual students In the classes. MoreOver, since,

these instructors work in an interdisciplinary department together,

they are able to check back and forth with one another regarding ,

the progress and/ot.problems of students, whom they have in common.

The student may decide to be a part of CCS for one or more s_mestets;

the counselors and faculty/associated With this program as istthe

students in making this decision,, try to help them with personal

difficulties if appropriate- 'and help to provide- the students .with

an orientation to doing college work. In both TLC and CCS, affect ye'

education is stressed. The philoSophy of,both is turning from one

which sought to diagnose and treat problems, to one WhiCh seeks to

help learners grow-from wherever they are to a new level; the

affective domain Is consciously coupled with the cognitive

V r the physically liMited and/or handicapped students, the

campus also provides a variety of services. A- Braille library, an

audio library, vocational rehabilitatien counseling, liaison -ith

the Bureau of Blind Services are a few of these. The coordinator
/

for services to ,the,physically limited, in.addition,.has.made a

study of the campus physical facility, and suggested some archi,

tectur l revisions. Currently, these revisions are underway. Signs

in Braille now mark most offices, lavatories, and classroom on the

campus; wheel chair ramps exist side by side with outside steps;

elevators are reidllv accessible within buildings. In conjunction
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with the Office of Curriculum and Instructional Support, the, progr_

for the physically limited is offering experiential workshops for

faculty and staff. Utilizing prosthetic device's, participanta in

such workshops are able to briefly "feel" how long it takes to go

from one place on campus to another on crutches, how mountainous one

small step is for the person in a wheelchair, how embarrassing it can

be to have to ask continuously where things are when one is blind,

or how people react to the partially deaf person who must often ask

others to repeat what they have been sayihg.

In addition to workshops focusing _on beeoMing attuned to the

needs of the physically limited, the Office of CurriculuM and

Instructional Support offers awareness workshops for faculty, admin-

istratOrs, and classified staft-to help thc total campus grow in

awareness of and sensitivity to the culture and needs of various

non-traditional groups of students. Such workshops., are generally

experiential and aimed toward both attitudinal and behavioral change.

-Frequently, students from these groups attend sessions of these work-
,

shopa, and desc ibe how they-feel in certain aituations with which

they come in contact on the campus. From these first4land impromp u

"raps," the workshop participants may gain many insights; the learning

is further supported by handouts, books, tapes, and-films. As a'

:f011owup to question/answer and discussion sessions. either With the

student Or other representatives of non-traditional student groups,

the participants may try role playing or pa licipate in axelevant

simulation in order to practice some new behaviors.

While the campus also has a micro-college (an interdisciplinary

program designed for individualized and non-structured 1: ming
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experiences-wherein students Contract for ways to fulfill.course

,/
objectives), some modularized and variable credit offerings, a growing

oumber of interdisciplinary offerings some courses taught in Spanish

as well as English, a number of varying strategies used w thin

courses, peer caunselors- (representative of all of our diverse

/

cultures), Operation Student Concern (wherein students can

negotiate -ith instructors to receive credit for doing peer teachin

or other helpful services on the campus or within the community),

and outreach classes (credit and nen-cred t courses offered at

various locations in the community for pe sons who have trouble-

getting to the campus), it is still seeking more and better ways'

of providing support systems-for non-traditional students. To

encourage persons to attend college and thQn to greet them with an

insensitive or threatening atmesphere would violate all ofthe

precepts and intentions of-humanistic educathm and the Open Door

policy of Miami-Dade. Therefore, he college and the campus seek

input and feedback from thestudents, faculty, classified,staff,

administrators and community as tb how continually t_ in-tease and

upgrade their efforts.on behalf 'of the non-traditional studentS--and

indeed on behalf:of all students.
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APPENDIX

The-following are in charge of programs described in this brief

paper. For turther infor ation and consultation please contact:

Ron Thompson

_Ho ard Carter

Lavern Smith

Bob Rodgers

Del Prekutti

Margaret Rivera

Black Studies Program

Black Faculty Organization

Miss Black Pearl Pageant

. Financial Aid

Mature Students. Center

Committee to Study the Status
of Women

Alexandra Alissandratos, 'International Student Program .

Katie MacKay

Charlie Gonzalez

The Learning Center

CommUnity College Studies,-

Colleen Fix Services for he-Physically
Limited

Alberta Goodman Curriculum and Instructional
Support

All of the above may be contacted at:

Miami-Dade. Community College
North Campus
11380 N. W. 27th Avenue

. Miami, Florida 33167
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CAREER DEVELOPMENT OF ADMINIST TORS

Jan LeCroy
Vice Chancellor,: Aeademic Affairs

,Dallas County
Community College District

INTRODUCTION

The American community college has been heralded as a dynamic,

innovative institution--an institution named "the people's collOge".

because it was .designed to be responsive to the needs of a wide Seg-

ment of society: inner city, culturally deprived, Industrial and

business demands for manpower, community needs, adult enrichment,

and the educational requ _ements of,universities. The phenomenal

growth of co-munity colleges-1.4 million Additional enrollment

during the decade of the 60'sindicates that nn ever-increasing

number of individuals are seeking the services provided by these

institutions.

While this 'tremendous growth continues, the -eople who staff

the people's colleges a e often overlooked. In a repoM for the

National Adviiory Council for Education Professions Development,

Terry O'Banion saysi "The qu-_ity-of education in the community

college depends primarily on thequality of the staff." He n-tes

that a survey of these institutions reveals misplaced priorities.

For'instance, too much attention, has been given to increasing numbers

of students, buildings and colleges--with too little 'attention to

the increased need for staff.development.
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This problem beeo es-even more significant when one realizes-that

community college personnel .have little, if any, opportunity for

systematic or planned self-i provement. With few eXeeptions,

.practicing administrators a-d teachers do not enjoy the privileges

-f other professions with regard to inservice or life long learning.

Recognizing this the Dallas County Community_ College District

(DCCCD) initiated an inservice training program for administrators.

HISTORY

I'Llring the fall semester of 1973, a need arose --r the develop-

ment of a process by which a cadre of persons wIthin the DCCCD

would be available for and Competent in various administrative

roles. First, the.DCCCD would be opening three new colleges in the

near future and adminis iators would be needed for new positions

and s-'replacementsfor transfers.

within any organization a need ex

present administrative positions.

c

Second, it was recognizedlthat

sts for "back-up" personnel for

The philosophical reasons are based on e belief that persons

inter n administrative positions in che DCCCD should not be

handicapped by a lack of knowledge or experience in administration,-

and, that anyone assuming an administrative position in the DCCCD

should be familiar with those funct ons unique to community college

administration in a multi-college district. Other motives for this

project rest in the belief that, once developed, a body of cognitive

knowledge could be referral information'for incumbent administrators

and'a means of acquainting new personnel with the DCCCD. This
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infe a on-could_provide tools whereby classified employees could

improve managerial skills and enhance their present performance. Ir

short _he rationale for-the- district's program encompasses hoth-..

operational andvphilosophical motives.

In March, 1974, a proposal outlining three cemponeuts of an

in-service' training program for administrators was developed. The

firSt component was the, development of a body of cognitive knowledge

which could improve existing administrators and prepare faculty

members for adminis :ative positions; the second a series of small

and large group communication labs _were designed to work _on value

Adentif cation and human relations; and finally, an internship or
--

practicum experience was developed for those seeking adminis'irarive

positions:. In September, 1975, this proposal was implemented.

INSTRUCTIONAL MODULES

As previously mentioned, one Component of the prop0A1

for the development-of instructional materials which focus on the

cognitive knowledge needed in community college adMinistration.-

The following areas were identified as those in which all adminis-

trators from 4ivision chairperson to the most senior level shobld

attain mastery:

1. DistrIct and Campus PoliCies and Procedures

Interviewing and Hiring

Cur iculum Building Program EvaluatIon and Review

Learning Theories and Instructio Strat g

Community College Philosophy
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Human Relations

Law and Accrediting Agency Rules and Regulations

Finance and Budgeting

Career Assessment

10. ,Student Personnel Services

11. Organization and Management

It was decided that self-instructional learning modules should

be developed for each of these areas.

After identifying-the content areas, comMittees for each were

formed throughout the Aistrict. IndividualS serving on these

commIttees were from a cross section of tl'e district' popalation

and included administ atois, faculty, and classified employees,. The

Apurpose of each commi tee was ,to provide information, guidance and

verification for the modulas. In addition since -he Texas .Education

Agency provided partial funding for the modules, another aommittee

:Consisting of university professors and agency personnel assisted

in the development
. and verification process. The universItIes

involved included Texas A & M, Texas Womea's University, North Texas
-

State, East Texas State, and the occupational technical Region X

coordinator. Representatives from these institutions read the,

material to make certain that vocational education was appropriately

covered.

.Construction ofhe modules began with tha developmen of _

list of competencies fpr-eaeh ar a ;.These li_ts were then circulated

to ea h committee for additions, deletions and verification. Once
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competencies for a pa__ cular area-were verilied, a staff employed
0

by the district began developing objectives, learning activities

and self-tests for each competency. Once developed, this material

was again circulated through the various committees for verification

and approval. A member of the project staff assisted each committee

in clarifying or revising the materials. The modules, including

'all learning activities, were then reviewed by the college deans.

Presently six (6) modules have been produced and given to the

administrative interns for field testing.and evaluative purposes.

The six (6) modules are: District and Campus Policies-and-p o-.._

cedures, Curiculum Building, Program Evaluation pnd Revision Human

Relations, Interviewing and Hiring, Learning Theory and .Instructional

Stratesies And Community College Philosophy. The iaternS will

evaluate the modules as part of their participation in the prgram.

:The remaining modules are scheduled ,to be developed by May of 1976. -.

CO4UNICATIONS LABORATPRY

During thd spring of 1976, a series of workshops will be con-
.)

.

ducted for the ,interns; One workshop will deal.with communication

skills-;:-PattfeiPants in a second workshop will discuss all elements

and aspects of administration in an informal manner with selected

adminiattetors throughout the di-trict. The climate will provide

maximum freedom for the intern to question and learn from the

veteran ad-inistrator. In addition, the intern will learn more

about the specialized areasIn a community college, i. data

proc=-ssing, resource development, budgeting, personnel, etc. A
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final workshop will focus on human relations skills and leadership

styles related to inter-personal relations.

INTERNSHIP

Durinthe spring of_ 1975 thirteen (13 ) interns e selected

to -erve in administrative positions throughout the district in the

following fall semester. Eadh in6ern acted as one of the following:

dean, associate dean, essiStant to the vice chancellor, dire-tor or

chairperson. The individual wasgiven authority end responsibility

for -aking decisions -hich affected his. or her area. The adminis-

trator repiaced by the intern became a colleague consultant to the

intern and to the intern's supervisor', called a mentor. This

procedure established consultation services and an orientation to

the position. However, it was_ the intern who assumed the dutieS

and responsibilities of the position.'

CONCLUSION

Now, in the spring of 1976, the interns have returned to their

regular positions within the district.During_rhis_period-
_

participate-in workshops and evaluate the lea -ing modules. Their

suggestions and recommendations concerning all three (3) components

will influence fOrther reviS on and modification of the program.

Of particular 'significance will be their Terceptlons and recommenda-
.

tions for the learning modules.

The importance of studying dommunity college administration

liep in its impact on students who nttend the inst tutien. The
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ADMINISTRATION AND,PRE-SERVI
GROUP REPORT

EDUCATION

.ene Schorzmann
Iowa Lakes 'Community College

Iowa

The decades of the 1960's and 1970's will surely go down in

educational history as a period of time when national and state-

government placed a great deal of responsib lity-on educational

institutions..to, provide post-high school educational-and training

opp:rfunities fof a majority of the citizens who had not been served

previously. Federal and state funding, earmarked to provide career

training in vocationaland technicat fields, resulted in the birth

of hundreds Of educational institutions that came to be known as

locally based community colleges and Vocationaltechnical n titutes.
,

The main mission,of this new type of institution 'is to proVide

training' in a multitude Of career fields for anyone who cn henefit

f ovi the instruct!on, and eo make,these opportunities available in'

many local communities it

The _cost

reasonable cost to the participants.

this type of training is truly,an investment in the

,

most valuable reso rce this country has--tne people,

Although many of the community colleges'offeethe firs

years of general edvcation curricula, most pe sons agree that Vhe

main mission of thesa' institutions into provide entry level job '

skil_ training to tile youth of this country and, of course,

adults, as well.
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Flu u tliesv occupational training programs is easily

iirc! hy examining the success of the participants in the pro

/

date there is little doubt- that vocational and technical

P grams of less than baccalaureate degree are popular and reason

sucroqslul .

Although the quality of instruction is generally more acceptable

than una e able, there is evidence that it is not always excellent.

School officials responsible for staffing occupational oriented

programs often find iC difficult to locate potential instructors who

have triiiun, in teaching principles and methods and who also possess

the technical skills and understanding acquired only through several

yea s of aetual occupational experience in a field of employment.

Programs are often staffed with instruc-ors who have onset of

qua ifications or ihe other, but not both. We who are

for program identification, des,ign, and staffing realize that the

full potential of community colleges will not be reached unless

Consider ble a tention is focused on this problem by pre-service

preparatory tacher institutions and by qommunity olleges through

06
substantial /in-servi _ programs.,

Pre-s-rvice training is defined as that training which one

/

received' pr to being employed as an-instructor.

The problems related to pre-_ei ice education are numtrous

.and com l-- For example, as a starting point, it is o v_ous that

tcache- preparatory institutions eithedo not recognize the need

for eucating people to teach in dommunity college programs or,
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if they do, they do not know how to approach it. Certainly, it

must be obvi th:- community college teaching skills must include

coping with a range of personality characteristics that is greater

than in any other institution if higher learn ng such as diverSity

of age, ability, socio-economic and ethnic backgrounds. All of

these udent characteristics require teache s who understand the

learning process and who are acquainted with new approaches and

innovations in instruction.

Secondly, a strong coopera ive relationship between community

colleges and teacher preparatory inst tutions seldom exists. While

universities have primary responsibility for pre-service development,

key pe sonnel from area community colleges should be involved in all

levels of planning. An advisory comm ttee with representation from

c =unity colleges,and universitiesahould meet periodically to plan

program objectives,,deter ine curriculum, recruit staff and students,

arrange facilities, provide internship= organize research,,design

in-service programs and develop evaluatLn methods for the pre-

serv ce program.

Third, pre-selection of students has noOpppened. An individual

0

_Lug a career of teaching should ha _made his choice of the

Tecific level for which he wishes to prepare.

Fourth, providing a specialized training program for community

c, :ege instructors will put additional stress on .institutional

fi aiceS of the teacher preparatory institution.

Enticing employed people out of industry and into teacher

preparatory programs limita the demands on the inStitution to

314
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Ho ever, attracting inexperienced youth

into the same programs requires a much different approach. Such

students must either be provided with appropriate lab experiences on

campus or cooperative training programs between the preparatory

institution and industry must be arranged. Whatever provisions are

Made to improve the quality of the g:aduate results in an increase

in cost.

cher preparatory institutions are not recruiting

experienced community college instructors to instruct in their

community college preparatory programs. Few community college

instructors have doctorates and thus, most .are not adequately

qualified according to university standards.

Problems are seldom, if ever, without solutions, or at least

without ways to drastically improve the situation. Representatives

,from.community colleges and teacher preparatory inst,itutions who

are truly concerned about improving community college instruction

can work cooperatively in many ways toward that end.

One of the main Ojectives of any local community college is

to provide quality instruction -ithin the prcw.Hms that have been

designed to meet the educational needs of the community. A structure

must be created that facilitates communication between'the community

colleges, the teacher preparatory institutions, and state and

federal agencies. An advisory committee consisting of administrative

and ins- uctional representatives from all types of instj.tutions and

agencies could result 1E#the following:
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1. The university maintaining a nucleus of permalent staff for

community college toacher preparation who are-knowledgeable and

experienced regarding the community coll

2. The establishment of a degree With major emphasis in commu-

nity college philosophy, curricula, teaching methods, etc.

3. Research to deter ine future staffing needs of community

loges.

4. Locally based extension teicIier preparatory programs for the

purpose of retraining people from various vocations to advance

into teaching careers.

5. Supervised teaching internships within the community

college.
,

6. Competency-based credit toward the degree in communi

college teaching for valid occupational experience.

Community college administrators can also make contributions,to

teacher preparation-7including:

1. Encouraging community college Instructors to become adjunct

instructors on university staffs.

2. Personally serving on the 'advisory committee and encouraging-

appropriate staff to do-likewise.

3. Give direct input into content of courses that have been

specially designed for.those preparing to teach in community

colleges and ihlch reflect employment qualifications.

4. Give meaningful .feedback to the teacher preparatory insti-

tution about graduate perfo man

316
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In addition to defining the problems concerning pre-se-vice

tion, the group answered Conference questions 37 to 45 for

administe ng pre-service educltion,

37. t,That are the different expectatiens between fUll professe.,

associa_e profe-sor, assistant professor, teaching aide, technical

assistant and adjunct faculty?

A majority of community colleges do not designate rank within

their professional teaching staffs.

Ma_y community college leaders view the process of _anking staff

raditional procedure which has become a way of life within the

university structure but question the validity of ranking staff at

the community college level.

Some even go so far as to criticize those who do f r patterning

their structure too much after the traditional university structure.

However, the following ex-eetatio-s do surface from those-who

rank faculty as full professor, associate-professor, etc. The higher

the rank the more stringent degree and experience qualifications

become; the more responsibility for articulation of the department

with the total institution and other transfer institutions! the

-

greater is the responsibility for assisting lower rankim instructors

within the'depa ent; and the greater is the demand Oh hiS Ate

attend to routine administrative detail work.

Adjunct staff seldom carry much responsibility beyond teaching

the content the.specific group for which they have been hired

to teach. 3 1:7
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Most community college evening programs rely heavily on adjunct

faculty.

38. What information should be included in a -ritten plan far

improvement which makes clear what faculty must do to advance to

the next academic rank/salary range?

if academic rank and salary improvement -are dependent on pro-

gress as outlined within an Overall staff development plan, the

following components are necessary:

1. Job description which clearly outlines duties, responsi-

bilities, and maximum rank and saiary achievable in that

position.

2. A beginning position or location on the existing salary

schedule which is based on academic preparation and years of

experience.

3. Written goals and objectives to ard' projected accomplish-

ments within job description and contract period which will be

held by his immediate supervisor.

4. An evaluation procedure bv which the faculty is informed

strengths and concerns regarding his performance.

5. A personal professional development plan designed to make

the individual instructor mo e suc,:essful at his job which in

turn, will be complimentary to the overall mission of the

institution.

) List five specific recommendations for providing part-time

studen s with adequate counseling.
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List five specific recommenda ions for providing part-time

students with adequate instruction.

List five specific recommendations for providing pa -time

students with administrative servi _s

An assumption has been made that we are considering only part-

time evening students.

A. Adequ-te Counseling

1. Provide for adequate counselingstaff within the budget

2. Inform adjunct faculty of counseling services available

to students

3. Inform part-time students of the services available

4. Provide the services in a convenient location

5. Use only qualified staff

B. Adequate Instruction

1. Use regular full-time instructors whenever possible

2. Make the same opportunities available to evening stu-

dents as day students such as counseling, learning labs,

forums, recitals, etc.

Provide in-service to adjlnct staff on use of equipment,

policies and procedures, teaching method'S and techniques

etc.

Trovide time for individual student help.

5. Provide a good course selec 'on

Administrative Services

1. Provide health service
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2. ,sibility tJ aLmissions office and business office

3. Attendance of dec [s-ianmaking ficer.

4. 'Evening hours for student centers and cafeterias

5. Secretarial assistance to instructors

6. Lighted parking lots

7. Clean rooms

8. Building maintenance schedules that don't interrupt

evening cl ses

9. Credible communication system to infonn the entire Ptu-

dent body about functions, events, etc.

40. What are the unique problems of the evening adjunct culty?

A. Unique Problems of Evening Adjunct Faculty

1. Unfamiliar with regular policies and procedures

2. Difficult to feel a part of the institution'

3. Often not trained in teach'ng methods

4. Seldom have input into course content

5; Often lack time toradequately prepare for class

6. Lower pay schedule, few fringe benefi s

41. How do you obtain the support and money required to implement

a staff development program?

A. How to Obtain Support and Money

1. Must be a priority with board and chief executive

2. Staff Must be involved in designing.the.types of

activities to be included

3. Money must be budgeted
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4. Must nc ludo all professional and non-professional

ployees

42. What por -ent of the college budget is set aside for Staff

Development?

Successful staff development programs seem to require between

two and three per cent of the total operationelbudget. This

seems to be adequate to cover direct expenses of staff travel,

development offto6 salary, consultants, etc. This does not

include the cost Of release time for each staff member.

43. In your personnel development program, what components were

mandated by state legislation? Answer: none!

44. List's in
/

of five specific ways in which your college

should utilize its own staff expertise in its personnel

development/Program.

1. Util ze institut onal research officer to assess needs

of staff

Allow staff to serve on the staff development advisory

committee which makes recommendations on budgeting, pro-

jects, consultants, atc.

Utilize staff to conduct in-service sessions

4. ,t1-1courage one member from a department to visit other

;campuses and then share info/mation with total department

school

Utilize- ASter teacher to assist less.experienced staf:



297

45. What means are provided to evaluate the effectiveness of the

sonnel development progra

Comparison by advisory committee of pro=ram objectives

and procraM activi

2. Feedback from participants

3. Noticeable change in stnIf performance

4. Comparison of promotions and failures

5. Attendance and attitude at meetings

6. Budget growth and expanded program

7. Eagerness .,of staff to be involved



PRE-SERVICE EDUCATION
RECRUITMENT AND SELECTION

CROUP REPORT

Eugenio A. Basualdo
Sta e Technical Institute at Memphis

Tennessee

The group was assigned to address itself to answer questions

seven thrc gh four een from the forty-five questions included in the

Work=InforMation Packet. Questions seven through nine dealt with

personnel recrui ment for post-secondary vocatienal and technical pro-

. ,

grams of less than a baccalau-eate degree. Questions ten through.

fourteen dealt -71.th personnel selec_ion for,the-previously stated

institutions.,

RECRUITING

alf!ii_2n2: List a minimum of five improvements that can be made

the staff recruitMent process and rank these in priority, one being

high.

Develop a long range planning mentality on the part of those

responsible for hiring in the institution. Manpower planning

needs, based on student population projections and job need

projections should be translated down to the level of staff

planhing. Crisis hiring must be avoided.

2. Clear job descriptions must be developed. Competency-base

job descriptionsIshould be developed. ith clear rank require-

ments, salary ranges, and the correla ion of requirements

with specific duties. Clear job descriptions will allow
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Individuals within insti u_ions to prepare for pussble

promotions.

3. Staff planning needs should be coordinated with the -taff

development programs within institutions. Institutions

should take the responsibility for increasing the pool of

qualified personnel for recruitment purposes. This may be

accomplished by:

a. Developing better relationships with those universities

.preparing personnel for post-secondary vocational and

'technical progr-ms.

b. Identifying qualified as well as qualifiable personnel

within the institution, communIty, state, or interstate

level.

c. Diversifying the kind of advertising not,necessarily

the amount.

4. Expanding recruitment horizons by advertisin- through:.

a. Advisory committees serving in'the school, especially

Craft and Departmental Advisory Committees.

b. Organizations interested in placing some of their

employees for irdious reasons (e g. military).

c. Alumni associations;'

d. Professional and technical associat ons.

e. The respective channels of communication for faculty

and adjunct faculty.

f. Students or paraprofessionals.
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5. .Consider diff_ ent initial sc eening methods _thee'than the

traditional resume and application f- ms. Whenever possible,

the use of taped, or video tapes may be of great value.

usStion 8: A) List thc citeria used for achieving affiLmative

action in s aff recruitment.

El) Rank order the criteria mo t effec ve one being

most effec ve).

The:group consensus was that in order to achieve affirmative

action, an institutian should:

1.- Have a written document which clearly spells out the goals

of an affirma ive action-program This should e accompanied

,by a s: ious implementation plap Which _eflects the institu-.

tion's willingness to assume the responsibility for achieving

these goals.

2. Make noticeable efforts to publidize the ptogram and have

it understood by all the people within the institution,

especially those involved in recruitment, selection and

hiring of personnel.

Reflect the goals of its afflrmative action plan in its

petsonnel deVcloping program.

,,-

InsureJthat its advertising and recruiupent program re lect

the goals of the affirmative action plan.

5. Insure that the-yecruitment of students into various

' ipstructional programs in the instItutIon does not perpetua e,

current patterns that make affirmative action goals difficu

A to achieve.
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9119.Lt_ian A) List rho c iteria established for recruiting adjunct

staff, i.e. degree, experience Rank o der the criteria accordinp

their importance, one being highest.

list the criteria established for recruiting pro

fessional staff. Rank order the criteria according t-:() their

importance, one being highest.

A. ADJUNCT STAFF

1. Compliance with state certification requiremen s, when

applic-ble.

2. Possession of specific skills and content knowledge,needed-
,

to perform the specific task which:may have been obtained

through education ovjob experience.

Possession of the teaching ability required'to instruct

type of students involved or the potential to develop that

ability is Most impo tent. This teaching ability or potential

teaching ability may be in ed from prior experienues.

Individual commi_ment to the goals of the hiring institution.

This:i generally assessed fr m the personal interview.

PROFESSIONAL STAFF
a

Although:thelsame items lis ed above are again the criteria f

Selecting professional staff, greater efforts shohld be made to see

that each of these items is adequately,demonstrated.

Another important criterion tole included when selec/ting pr

fessional faculty is that they s:ould have a broader background So,-

they..may be dtilized to teach in more than one subiect area.
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SELECTING

Question 10: What specific evidence of teaching competence is

presented before a-faculty member-is hired?

B)- What specific evidence of teaching competence

should- be presented before a laculty Member is hi ed?

A. Evidence Being Presented

1. Referencesor prior teaching experiences.
,

2. Interviews and discussion, which a 1 extensive when narrowed

down to final candidates:

3. Guest seminars or lectures..

The methods of verifying teaching competencies stated above are

presently being used in,the institutions_ represented by the members'

in this group.

B. Evidence That Should Be Presented

1. , Whenever possible, the prospective candidate's teaching per-

for ance should be obierved in their own environment. When

this is not possible prospective candidates can be invited

to give alens presentation on a subject of their choice

before an actual class.

"Portfolio" -f sample materials.. school-interested-in

compnency based Instructionor -ediated instruct±on may

-isn to ask=for samples-of sItch materIal developed by the

candidate.

if references,and interviews are to be used to gather evidence,

of teaching ability, they mu t be structured tcPprovide the

specific information wanted. This means *dell-designed forms,
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which are speci ic. For example, teaching ability with

bright udents does not imply equal success with slower
/

students.

Recommendations or evaluations from previous students,

especially frombQse students who have similar character-
.

istics to those students who he will encounter. It is

convenient tinar evaluations be obtained from a cross-

section of these students (grade wise).

In many 'cases there are other assignments and duties that are as

important as teaching in the j-b. In those cases, evidence of these

specific areas should be requested.

Question 11: Does peer evaluation enter into the hiring process?

Should a greater amount of peer evaluation enter into the hiring

process,

Generally theres agreement that/peer evaluatiOn in hikr_ng
c

is of worth. This peer evaluation-may be in. the form of

including department people on a selection commiftee, inviting

department members for an informal meeting with the. candidates,

etc.

2. Whenever peer evaluation is utilized, thoSe involved should

be trained regarding to the c iteria to be used in inter-

viewing.

Although peer evalution is considered a worthwhile'procedure,

there are ce ain problems associated with it, especiallY in

large depaxtments. Peer evaluation tends to --ing consistency

into thl-hiring process, but requir s the definition of roles

38
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and expectation.

4. Peer evalnation tends to give the prospective employee a

broader view of the shortcomings and benefits of the

institution increasing the possibilitieS of job satisfaction.

uestion 12: LIst the criteria Used for achieving affirmative action

in staff selection. Rank order the criteria most effective (one:being

most effe ive).

Many of the items for achieving affirmative action are similar

to those listed (in Question #8) for the recruitment process.

1. State the institutions' affirmative action goals clearly.

2. Reflect the specific affirmative action plan in the hiring

goals.

Publicize the affirmative action plan withIn the institut on.

Translate the general implementation of the affi-.ative

aetien plan into specifics as far as each division or

department.

5. Each department head and faculty member should know precisely

-
what the affirmative action plan means to tl _ department.

6. The affirmative action office should be i-volved early in

the planning, recruitment and selection process oroandidatesq

to significantly affect the outcome.

7. Assuming the premise that few minorities are qualified for

,top ranking positiona, whenever possIble, advertise the

lowest ral.k thus increasing the number of applicants from

minori ies. Once 'the minority person'is in the job, he may

obtain the qualification for a higher ranking position.
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8; Use the right channel of advertisement to reach minorities.

A. What personnel programs exist which have provision to

develop highly specialized teachers into multi-talented teachers.

B. What problems ekiet for developing-highly specialized

'teachers into multi-talented teachers.

C. What criteria can be used to select -_ulti7talented teachers?

A. EXISTING PROGRAMS

1. Seminars to broaden faculty's teaching methods and techniques

within departments or divisions.

2. Fellowship programs to develop multi-talented teachers.

Internships.

4. Encouraging programsi.e. tuition reimbursement for faculty

developing multi-talented capabilit'es, summer fellowships,

grants promotions, monetary rewards, etc.

5. Staff development programs, i.e. workshops, seminars,

consortium eEforts, etc.

Peer interaction and course editing,( n house operation

7 Self instructional programs.

Use of video tape Playback for instructional improvement.

B. .EXISTING_PROBLEMS

1. Administrative constraints (it is easier __ keep track=of

individuals who are attached to a specific department).

2. Faculty cnnditio'ned by discipline.

Fiscal restraints.

ains imposed by unions, teacher orgnnLations,
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5. Lack of t _e or willingeness on the part of the teacher

to develop multi- eaching abilities.

Salary schedules which encourage "forward" mobility not

"lateral" or "depth" growth.

7 Peer pressure and competition which tends to encourage

specialization.

CRITERIA FOR SELECTION

1. The demonstration of competency or ability to developcom-:

pkence to handle the assignment.

2. The attitude to develop multi-telented teaching abil' ies.

3. Staffing needs and institutional policies.

The group also agreed that the election process must be voluntary

if it is going to succeed.=

A. List the criteria established for selectIng ad unct staff,

i.e. degree, experience.

B Rank order the criteria accoeding to their importance, one

being high.

C. List the crIteria established for selecting professional staff.

D. Rank order the:criteria accord _ng to their importance, one

being high.

Since the group did not differentiate between the recruitment and

selection of adjunct and professional staf_ it was decided that the

answer to Question 4 was included in the answer to Question 1/9.
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IN-SERVICE,PERSONNEL EDUCATION
GROUP REPORT

John R. Kotula
Delaware Technical and Community College

Delaware

The rapid growth of post-secondary vocational and technical

progra s of legs than-a baccalaureate degree has created a shortage

of properly trained tPdhnical education instructors. This has led

to an increased emphasis on programs of personnel development by

trustees, administrato s and staff in the above-cited institutions.

The concept of personnel development has_never been'easy to

describe or define. With this in mind, it was the purpose of this

group to concentrate on one segment of the total personnel develop-

ment pro rdm, in-service personnel development. In 'discussing in-

service programs the group attempted to identify major probleMS 6

associ t d with in-service programA and to suggest various

strategies that.could be employed to solve these problems.

PROBLEMS ANp PRIORITIES OF
IN-SERVICE EDUCATION''

The study group identified five major problems in instituting

in-service progra s and agreed that a priority listing of these
.

problems must be established for aoccessful implementation. They

are as follows:

P-iority_pl Needs asse sment, scope, and setting goals of an in-

s_ vie_ education program.
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Needs assessment is a critical problem because of

widely diverse backgrounds of the faculty and staff'

within the target area. In order to develop an in-

service program it is important to identify the

problem(s) through needs assessment. After this is,

conducted, the scope and setting of'goals can be estab

lished to initiate programs to correct deficiencies.

Priority #2 Establishing an administrative organization.

Unless a commitment is made by the governingiliody and/or

the administration of an institution, any in-service

program will be difficult. The administratiVe organi-

zation of the total personnel development prograffi must

provide flexibility for involvement at all levels, in

addition to the ability to effect the decision-making

Process. The s=udy group ag -eed that one person should

be responsible for personnel development and

person should serve as a facilitator of the program.

Priority #3 Developing an annual program and establishing a

schedule; workload and time f_= in-service education.

'Any successful in-service education program must be

0

receptive to an already over-burdened staff. Staff

development officers must be conscious of the workl,oad,

time and schedule of the members involvedAn the program.
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Strategies such as released time, reduced workload, and

incentives for part1cipationare considerations for

inclusion.

Priority #4 Establishing climate credibility, and mo ivating staff

- for in-service education.

StrateAies in previously cited priorities 1, 2 and 3

must be implemented to ensure es ablishing a positive

climate fer the Staff involved in in-service education

programs. If proper climate i_ developed in the peeds,

assessment, o ganization apd scheduling, the results

should reflect the credibility and motivation on the

part of the staff to have a successful program.

Priority_O Identifying resources (funding, personnel etc. ) for

programs of in-servIce education.

Proper funding and administrative support is a mus_

provide a challenging and rewarding program of in-
A

service education. Identification of traIned pro-,

fessional personnel is necessary to provide the climate

which should result in the credibility and staff

motivation toward the in-service program.

OUESTIONS RELATIVE TO NEEDS
ASSESSMENT,_SCOPR AND_GOALS

In discussing the various p_ o ities in estdblishing programs

of personnel development, and partcu1ar1y in-service education,
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the study group concluded that a number of questions needed to be

answered concerning priority number one needs assessment, scope,

and setting goals of an in-service education program).

1. Who will be included in the assessment?

2. That do they need?

3. How will the data be collected?

4. What processes will be used in assessing individual needs?

5. Are es-lablished goals based on needs assessment?

6. How does one, define goals as identified by needs assessme

7. What are some possible physical, financial and philosophical

limitati ns of the.program?

SHORT AND LONG-TERM IMPROVEMENTS/ /

EXPECTED FROM_IN-SERVICE EDUCATION

Establishment of programs of personnel development must be

planned and carried out in an organized and meaningful fashion i

they are to be successful. :Ihe group conCluded that in addition to

the previously mentioned prio ities institutions and staff develop-

ment Professionals should identify improvements expected from pro-

gram6of in-service, education. In planning for personnel development

it was the consensus of the group that improvements should be

expeCted and identified in establishing in-serVice programs. These

were categ-rized in short and long-term improvements as follows*

Shor -Term 1m rovements

1. Greater intellectual curiosity.

2. Professional reinf rcement.

3
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Pro essional development serves.as a catalyst Eo inst.ruc-

tional development.

4. tdentifying an awar'eness.of new strategies of instruction.

5. Awareness of the state of the-art.

,

6. Provides a vehicle for faculty and staff _to have input

into the educational change. process.

,11111,8=IIIITELovements

1. Better communication.

2. Better instruction.

3. Development of consensus on goals objec_ lies of the

institution.

4. Greater awareness of student needs.

Greater appreciation-for use of staff clevelopment oppor-

tunities.

6. Creation of a more adap_ ve Jexible educat onal envirOn-

ment.

7. Has the potential for'develOping:

Greater job satisfaction..

b_ Higher self-concept among aff

Lower faculty and studeht attrition.

Higher productIvity.

e efficient/effective upe of educational resources.
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PERSONNEL DEVELOPMENT OBJECTIVES AT NATIONAL,
.STATE AND LOCAL LEVELS

Identification of issues associated with persannel development

appears to be a probl-- not just locally, but also at the.state and

national level. It was the intent of this g ol'Ap to sharp some of

the issues involved and to suggest future direcItions worth pursuing.

To do this without some impetus and direction from the national and

state levels apparently would provide development on a "trial and

-or" basis. It -1- the opinion of the study group that objectives

a each level should be as follOws::

National

To provide national,viaibility.

-State

2. provide funding (support from foundations, governmen al

age es, private agencies, e _ . )

TO inEluence legislation relative pe sonnel Aevelopment

To serve ea a.clearinghouse for dissemination of information

relative to personnel development.

1. To.p omote/encourage\.petsonnel development p ograms.

2. To p ovide financial resources.

To sponsor legislation that encourages personnel develoP-
\

ment incentives and involVement.

\

To provide assi tante at thedocal level in personnel

dlvelopment.

337
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Local

1. To enlighten staff on latest educational developments.

. To deeign and implement local personnel development programs.

3.

/

To make personnel development a priority for the institut on .

(funding, visibility, scheduling, etc.)..

1

4. To encourage:development in all areas, pereonnel,

instructional, organizatIonal.

5. __ provide arforganization whic_ involves all personnel

in staff development:.

RECOMMENDED PERSONNEL DEVELOPMENT SERVICES
TO BE OFFERED By UNIVERSITIES AND
FOUR-YEAR. COLLEGES

in discussing methods for delivering/personnel deveLvment

services, the groupconcluded that universities and four-yea

colleges could provide leadership and assistance to other pest-

secondary institutions. Ih thetiast, personnel development has been'

a relatively minor issue i higher education. The old adage that,

once hired, the professional in higher education has satisfactorily

met the necessary criteria for competent instruction is no longer

assumed or,accepted.

The study group identified five services 'priority listing)

that a universIty or four-year.college 'could provide for the pos

secondary institution:

1. To provide informational services an porsonnll'development.

2. To provide training and leadership in per_ nnel development.
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To sponsor and coordinate conferences, workshops, and

seminars pertaining to-personnel development.

:To provide expertise in personnel development.

To conduct current research in personnel develoOment.

6. To offer courses designed to upgrade staff -competencies.

It was also emphasized that the services provided by the uni

versity or foryearcollege should be offered on the bas s of an

analysis of the needs at the local post-secondary level. A second

consideration should be the appointment of an advisory committee

which could make recommends ions relative to'the implementation of

persennel'development services.

In addition to the services offered by,universitles and four-
,

year colleges, the study group emphasized specific ways in which a

post-aecondary ins itution.could best Altilize its own staff in i

personnel development program:

1. Surveying'staff.for skills and talent.

2. Providing additibnal training for staff.

3. Providing opportunities to,staff for making p esentn _ons.

4. Sending personnel to,staff development conferences.

5: Providing incentives-for individual services rendered

in staff deVelopment.

MOTIVATIONAL TEGHNI DES TO _EMURE STAFF
.

PARTIGIPATION_IN PERSONNEL DEVELOPMENT PROGRAMS

A review of the total personnel development process led the

study group to conclude that the best planned and most-wisely co- eived

3 9



315

in-service program would have p oblems if motivational techniques

are not built into the proram. The following suggestioas
/-

recommended to increase staff participation in in-service programs:

I. Awarding credit for participation coward promo ion.

2. Supporting those persons who participate (typing dupl

eating, graphic, etc.

Administrative support and commitment to sta developmentl

4. Insurance of quality in staff development activities..
-\ [

I

5. Development _f a program:based on needs.

6. ,lotal-staff involvement in planning staff development

programs.

7. liaking the program voluntary.

8 Establishing a competitive spirit.,

SUMMARY

The study group conclUded,that i -serviCe education programa

are one'of the most important aspects.of the total personnel develop-

ment Program of any institution. Problems and pri- ities of in-

service training must be idenc,fied with major emphasis beng placed

7

on a local needs assessment. This in turn, will assist in estab:

lishing the scopeand setting goals of rhe program. Also, it is

necessary to identify short and long-range improvements expe ed

from'progra s before they are initiated.

Local post-secondary institutions need assistancein planning

program& in personnel development.. This assistance can be.supplied
1

4
at the state and national levels by furnishing till visibility,

340
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I eg 191ation, and runding essont ial for successful programs at the

loca I level Un i vLrs it Los can pruvi de experti,_, conduct res'earch,

inil 'pr vide lnformation,l services on staff development; Services

'01 Iercd 1v a university, however, should be done on the basis of an

analysis of the needs at the local level.

11 post-secondary institutions can utilize their o n staff

expertise in pers tnel development programs by off ring traini

proViding incentVs for services rende ed, and sending personnel

,t6 staff development conferences. Local institutions can also make

in-service programs more attractive to individual staff by estab-

Ifshing motivational techniques to encoura

341
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NON-I DITI NAI PERI NNF DEVELoPMFa I EDUCATION

Richard R. ,Siltith

Glassboro Stat'e Gel ege
New Jersey

members of the Non-Traditional Work Group of the National

Conference represented post--,c ndary iflstitutions from the states

of Pennsylvania New Jersey, Idaho, Florida, Tenn- Illinois

and Mis_ uri. This writer makes no attempt to infer that all of the

statements or sugges ions of the particiPants reprLsented the con-

sensus opinion of the total group.

Theeenference planners asked the work greup to respond to four-

een questions in an attempt to initiate discussion. The work group

was. not restricted to react to solely those questions, b

those ite-

viewed

os prov ding general parameters for consideration.

When considering personnel development in general was agreed

that all staff,should be involved in planning 'and should be free to

choose from a ranga-of alternate strategies. All staff was defined

as involving not only faculty and administration, but board of

trustee members, secretaries, tsupport staff, _intenance personnel

and students as well. The process of planning requires that the

goals Rd dixection of the post-secendary institution be clearly

defined and predictable An=effective personnel development program

must,continually previde assistance to all participants while main-

.

taining a non-threatening environment. Each program must be di7 gned'

317
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to promote the self esteem of the staff; each individual must

function wi a climate which reeogni7es that each person is ee

to fail" in his endeavor to improve e lice r iveness. As financial

resources become increasingly limited it becomes the responsibility .

or creative staff to recognize and develop low-cost, highly effective

strategies and activities. It must be recognized-that process is

critical nnd that process should Elect the awareness of those

numcrous resources not only within each institeti-- but also within

nelihboring schools and colleges.

EXISTING PERSONNEL_DEVELOPMENT PROGRAMS
DESIGNED TO ORIENT STAFF TO ASSIST THE
DISADVANTAGED AND MINORITIES

The work-group members expressed the opinion that a dearth of

literature existed with regard to ongoing personnel programc. that

stressed the development -of behavior and attitudes which would

specifically .focus on providing educational opportunities !or the

disadVantaged and minorities. While recognizing that colleges and

k'universities are offering pre-service degree programs, workshops and

certification programs-, it was evident that a concern existed regard-

ing the relevance of what was beitvg provided in terms, of what is

actually needed by staff members of post-secondary vocational and

technical schools and colleges.

Miami-Dade C-- unity College North '(Florida) 'Oregently offe s

Black/White Confrontation Workshops for all staff members-. Inte

cultural seminars are also offered to staff on a voluntary basis.

Role reversal activit.ies are conducted as a part of those offerings.

343
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Mtami-Dad is attempt ing to focus on staff behavior in an attempt to

roduIc'L of iensive 1055 t owarci other cultures. Thel. r programs a ttcmpt

to promote positive concepts by rejecting a remediation appro ch to

staff development. The commitment of Miami-Dade to the Professional

development of all staff is evidenced through their response to the

needs of women in general', and also to the needs _of recretaries in

particular. Activiti-- are conducted that deal with opportunities

for women, new roles for women.and assertiveness training. Many

activities are conducted through the use of their Mature Student

Lounge.

Pre-service degree progra _P are increasingly stressing actiVit es

that will hopefully enable staff to be mere sensitive to the needs

and nature of the disadvantaged and minorities. The University of

Tennessee offers two sensitivity training experiences to their degree

candidates while also providing.a field 'experience 'Whereby students

actually live with Appalachian and inter-city black families.

Glassboro State College (New Jersey) offers a course to their

graduate students that is designed to help them recognize educa ional

disadvantages and then prescribe instruCtional strategies in an

attempt to diminish those deficiencies through classroom activities.

Williamsport Area Community College (Pennsylvania), through

various staff development activities attempts tO prppare their

teachers to work with and assist CETA Program participants, prisoners,

.end mature students returning to the-classroom.

An attempt is being made in New York .to improve the skills of

teachers in working with minority students,enrolled in Business and
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clinc, lug I cs pro a- The Cu qloge or Southern Idaho ts

also c once rued with r -lug, I lie ibilitv of male Lust ructors

-k with I
males nnd blacks uuatrcuiatecl in their Civil Engineering

Technologies Program.

nerativ speaking, most staff devel tient prugraulus are Attempt-

ing to familiarize their teache-- with techniques appropriate to

developing the study skills of their students.

OTDER PERSONNEL DEVELOPMENT ACTIVITIES

Many states are experiencing growth in the number of vocational-

technical schools. The State of Tennessee has developed a staff

devel]pment program that encompasses the total state. One federally

funded progra-1 that has been developed is an Extern Program for n

post-secondary vocational and technical directors and principals.

The University of Tennessee cooperates with the program and functions

within those thr-e regions that have been identified within thnt

state. The components of the Extern Program enable new directors

and p:' 'ipais to study on the campus of the University of rennessee.

They attend a multi-faceted work hop after which they return to their

school and ca pus to work while also attending monthly meetings in

their region. Those directors and principals are also visited each

m nth by o supervisor who attempts to assist them in dealing with

their uniqtie probleMs.

A consortium of community colleges has been formed in Newdersey.

The Consortium h formed a Task Force for Staff Development and

Evaluation through funding received from the New Jersey Department
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of iii livr Education. ThaL Task Force is currently involved wi Lii con-

duct I ng a La Le-w No needs analysis. Glassbo-) State Coll ,e has

conducted credit and non-credit activit n their campus and also

on the campuses of area community colleges. Glassboro has not only

assigned their professors to serve as instructors and supervisors,

they have also identified skilled individuals from area post-secondary

institutions and utilized their services as instructors on their home

ca puses. They are designated as adjunct faculty which then enables

those participating staff to receive graduate credit when appro-

priate. The services of. Rutgers University have been extended to

personnel of post-secondary schoOls and colleges by conducting both

credit and non-credit courses and workshops.

A consortium has been formed in Idaho in an attempt to coordinate

five ongoing EPDA projects. High priority has been granted to pr

service activities. The Idaho Consortium is concerned with both

staff development leadership skills and alSo the promotion of teach-

ing proficiency. The consortium _f ers two week preservice workshops

that stress the "four step approach to instruction." An atte pt is

also being made to motivate teacher preparation institutions to pro-

vide preservice and inservice activities that will stress teacher

evaluation.

On the local level Triton College, River Grove, Illinois has

initiated a professional growth program which awards credit for /

activities which may include specific
. projects beyond the scope of

normal activities. Faculty may move horizontally on the salary scale
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al-ter thw complet ion of a specified numher of 'Professional Growth

Units:" Spoci fic activities are conducted for adjunct facLil t}, that

emphas principles lf tearning and teaching strategies.

-Dade Community College North has-appointed a chairperson

for Curriculum and InstruLtional S pport. The services of that staff

c_mit to p mote the teaching effectiveness of tenured, non-tenured

and adjunct faculty. They attempt to sensitIze the instructo-s to the

needs and nature of elr diverse student population; the mature sto7

dent, the student in need further development of basic skills and

those students from a r e of cultural background.

Etg _y to ninety percent of the students of the Williamsport Area

Community College are matriculated in two-year vocational-technical

progr ms. That college conducted an assessment of needs that involved

all staff, from maintenance staff through to the members of their
\

board of trus ees. They have brought in outside consultants to work

with four staff development teams. These teams will eventually carry

on a continuous p ogram of activities for all staff. Williamsport

also has ini'iated industrial exchange programs for their professors

while establishing an administrative exchange activity. They are

trying to attune all faculty to the needs of the low income student.

A basic OhilosoPhy of their development program is to work with

individuals in a suppo=tive and non-threatening Manner. It is indi-

cated that Williamsport is committed to the improvement of effective-

ness of all staff at all levels.
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SPECTPTC SKILLS NEEDED TO PROVIDE EDUCATIONAL
OPPORTUNITY FOR THE DISADVANTAGED AND MINORITIES

_

The grt p attempted to identify those teaching skills'and attitudes

that they considered to be essential when attempting to teach educa-

tionatly disadvantaged and minority students. They felt that the

teacher uld:

1. Bt_ able to rec gnize basic skill. deficiencies.

2. Recognize the importance of refe ral.

3. Recognize and utilize the resources of the community for the
welfare and support of-both students and curriculum.

Be aware of alternative instructional activities.

5. Be able to recognize and utilize the skills thatstuden
bring into class with them.

6. Be awa of, and able to apply appropriate -roup and indi-
vidual interaction techniques.'

Be able to apply appropriate Human Relations skills.

Be able to provide optional modes of instruction to studen s
that are not "print oriented."

9. Develop their listening skills.

10. Develop appropriate confrontation skills.

11. Develop behaviors that will indicate acceptance of students.

12. Be able to state objectives in performance terms

13. Be able to utilize those instructional strategies appropriate.
to the course and the students.

14. Be able to evaluate with 'val.idity and reliability.

In summary, the.group recognized the need for-teachers to under-

stand and accept the nature and'goals of their institution and those

students whom they serve. Those teachers must also recognize that good
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ires Cho [dint ilicat .n ins aletional ncocess that

appropriaLo to thei

TECHNIOES APPROP_RIATE FOR DEVELOPING FE

ACCEPTAN-CL 0-F INSTITUTIMAL PHILOSOPHV2

GOA1FS AND OBJE-rfOVES

If staff a to be expected to be --mit ed to the philosop y,

is and ()bloc IVes of an institutfon it is essential that they be

Involved in the planning and periodic review of the function and

\.

philosophy of th t school or college. While the concept a involve-

ment is essential, the claim by ad inistrators that "we involve our

staff" is shallow unless staff members actually believe that there

is a meaningful and effective ,t o-way flow of communication.

Some institutions have followed the "Town Meeting" forum by

presenting a general and op'n -_.tement of philosophy and g als to

the staff, promo lug interact ion and feedback. It must be recognized

that the'existing structure of governance critically affects this

proce

The concept of Management by Objectives 0) is a technique

which emphasizes both process and involvement. That technique

eventually results in a staff member sitting with a supervisor for

the 'purpo of identifying those specific'objectives to be.attained

by that sta_f member within a specific period of time. Those objec-

tives that are identified must be acceptable to the staff member and

appropriate to his academic --d professional responsibilities.

Those objectives must be periodically reviewed and 1 sessed% 'Again,

the group stre s(.1 that the philosophy and goals of the school must
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was suested that sta 1- be urged to [denti fy or review

their behavior when inte- cting and fun ti-ling within the total

range of their resi_onsibility. That analysis -f their behavior might

well load to a greater awareness of the assumptions of those

behaviors; some of which may, in reality, be in direct conflict with

those philosophies and goals to which they believed they were

committed. Role Simulation Techniques may be appropriate when'

attempting to motivate staff to analyze their behavior.

Staff develop_ent programs that crises orie ted ill

eventually result in negating the development ef a long-term oriented

program. An effective program cannot exist within an environment-

that pr- -tes threat dIsseminates incomplete information through

a one-way channel of communication. A staff development program

must allow for individual differ nee.: and cannot be totally

dependent on "canned" programs or group activities. The environment

of the institution must pro ote a condition 4.4hereby a visible rela-

tion 4 p clearlY exists between the increment of productivity or

effectiveness and systems of reinfo cement.

INFORMATION-ATTITUDES-TECHNICAL AND TEACHING
SKILLS NECESSARY FOR NEW POST-SECONDARY
VOCATIONAL AND TECHNICAL INSTRUCTORS

Novice ,instructors should be infor ed in relation tO both the

policies and resources of the institution. They should also be

enlightened in terms of those community resources and projections

that can be supportive of both instructional programs and student
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needs. It is essentinI thnt they be informed garding the nge

of instiLuticnnl lie licies nod procedures affecting them both per-

sonnlly :And professionally.

In _erms of the students whom they serve, they should be

inf rmed of referral p ocedures, the services of the school and

tlii'so instructional support systems that can help them in upgrading

their instr ctiopal effectiveness. They should have in ight into the

nature 0E the student population; and be aware of alternate methods

of dealing with those.instructional and advisement complexities

which typically exist within a heterogeneous student population.

In terms of attitudes, new instructors must exhibit a sincere

desire to help their students. They must be sensitive to student

needs, and be flexible and open to va ied options which will enable

them to better ser e students both in and out of the classroom.

The new instructor must want to grow along with his students, he

should exhibit a desire for continual professional renewal. Of

course, both the Policies and environment which exist within each

institut,ion are critical in that they can either support or destroy

Such desirable attitudes.

In terms of personal attitudes, it is desirable for the.new

teacher to'be enthusias ic ahout his work and private life, while

recognizing th--- adjustment requires that he exhibit a healthy,balance

between his pers nal and professional adtivities.- As he does n-t

, Want to protote an attitude of Aependence among his students, nor

should the new instructor be excessively dependent on his institution
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us the tirce of satisfaction and reinforcement. He must

rvogri tc tncI pror cr his rigi- individual while also guarding

against tho:- attitudes tjlat would prompt him fo isolate himself from

the needs and concerns of his coOstituents.

The new post-seco-darY vocational and te hnical teacher must

know his subject matter and be technically compe_ nt at

/
pLrformmLL equal to industriil standards. He must be able to

level of

opera e the tools and instruments of. his trade while also being able

pp:

demonstrate thos manipulative skills to his students. He must

a grasp of the theoretical concepts -f his specialization

while simultaneously being proficle _ in relating theory to practice

for instructiona,1 purposes.

The besinning ,,cational and technical instructor must be able

to plan and organize for instruction; he must be able to. pre-assess,
4

identify valid object4veS, select an appropriate mode of instruction

from a range of alternatives, identify a valid assessment process and

be able to correctly interpret the resul of his evaluative efforts.

He should work towayd developing those listening and motivational

skills that are,essential for good teaching to take place.

ESSENTIAL COUNSELINGINSTRUCTIONAL AND
AD NISTRfiTIVE SERVICES FOR PART-TI E STUDENTS

The "One Cellese,Con ept" is cri '-al if part-time students are

to receive a range of services which are at.least equivalent to those

services available to the full-time student. The extension of effec-

tive services to-part-time'students is difficult, eSpecially i- we
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realize that part7time students attend during the idy as well as in

the evening Some post-secondary institut Loii s pav counsel,rs above-

load for vening assignment white others schedule evening assignments

to all counselors as part of their regular load. All too often few

counselors are available in the even ng and yet they are epccted to

provide a scope of serv_ e equivalent ose available during the__

day by the total student personnel Staff.

Each scho-1 or college should make every effort to identify the

characteristics and needs of their parttime student population. A

range of services should b'e provided from orientation through place-

ment. Special p__ m- should be offered in response to the needs of

tie part-time student,th ough both group and individual activities.

Not only should pre-assessment be emphasized-, but a valid program

, of foil 1.ip ev lu. _ion is essential If the institution desires

continually review program effectiveness toward the goal ofreuewa

.and improvement.

The student personnel services djvision should wørk closely with

the in- ructional staff. Those teachers with evening assignments

should be aware of: the ilatu e and ne ds of the.part-time student,

the proess of referral, those services available during the evening,

and appropriate a(lvlsement procedures and techniques. Many paTt-tim-

students are mature, with home and work responsibilities. It has

en indicated that they need and seek counseling and advisement,

often in the areas of career counseling and the development study

skills. Counselors would be well advised to be available to students'

3
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in aLl areas oC the school, while also _onsldering entering the

classroom earl each selnes tor. man icaLL ir de_si ro to ass ist

and support, each student.

While it- is recognized that adjunct faculty bring a desirable

de- :ee of diversity onto the,campus, if is also recognized that the

number of part- instructors is presently growing. Within t

five para legal edu'dtion programs that eXi8t ae.oss the nation,

ninety-thl t of those fac lty members are part-timc,

essential that post-second_ry schools and coileges establish continuous

staff development programs for their part-time staff. Each --hool

should provide a full range of iistriictional services to their adjunct

staff. A process must exist within ea-h institution that promotes

a

the continuous supervision of those 'instructors with evening assign-

ments. Some of the money being saved through the hiring of adjunct'

faculty f eveni g assignment should be earmarked for-deve '0 ntal

and supervisory activitiPs.

Williamsport Area Community College has established wkprogr,

whereby future vocational/technical adjunct instruotors are released

from industry for three hours a week to work with experienced

faculty. They then initiate their instructional activities the

following year after that initial period of development and

eValuation.

Other StrUe

related to ins -u, ion for tl_e part-timp student.. ,The person

d.programs may- bu provi4ed that are directly

s-heduling courses, should,consider the employment patterns within
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the-traditIonal h- e-semesterihour structure. A part-time student

adviso , committee iiy be of assistance in providing those insights

necessary for the improvement of those ins -uctional activities

available to them.

The full range of administrative services'must be available to

the part-time student. Part-time stuaents should have the oppor--

:tunity to have contact with the hierarchy of administrative personnel.
4

The administrators are charged to communicate as effectively as

possible with they port-time students. It iS most desirable to

provide office facilitiest- part-time instructors so that they can

extend theirServices to students as de full-time personnel. The

availability of such facil ties would tend to remove the sense of

isolation that is often experienced byfpart-time instructors. Each

administrative division must specifically plan to serve the part-

populntion if the range of needs of those students are to he .

olved.

ESSENTIAL ADVLSEMENT SKILLS TO BE TAUGHT
TO STAFF THROUCILTHE ORIENTATION PROCESS

Each °school Should initiate a program that would provide for

tic_ early recognition of student difflculties. This-requires that

the /instructor be sensitive to h-is students, while also knowing whIch

procedure and service is appr\opr

staff memhee. should Th made aware

to a specific Problem. Ev__y

of the school and

vomr icy, while also being Informed convrning curricular structures,

patterns and prerequisites.
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Staff membe s can learn appropriate recognition, advisement and

r_ -al'skills through ayariety of techniques. They can become,

-
involved in role playing.or various simulation exercises. They can

observe experienced advisors in person, or can observe the process

through the application 6f Video-taping strategies. The review and

evaluation of case studies may also be of use in developing the

advisement skills of staff.

SUGGESTIONS FOR EXPERIENCED STAFF MEMBER
INVONEMENT IN ORIENTING NEW STAFF MEMBER_

Experienced teachers can-help new instructors in group act±tes

or on an individual basis. Developmental teams can be

differentiated basis which could lead to the improve ent pf k lls

of both new faculty and the experienced _earn members.

formed on a

.The experienced instructor can irvIte the new person Int his

classroom, and can also offer his se ces by obs-rving the dew

instructor for the purpose of assista Ce. He can help not 9nly in

planning, but by providing the new tech1er with insight int4 alternw,

tive techniques. He can inform the ne instructor as to b.th print

and non-print resources.

The experienced faculty may consid the development of an

Instructional Strateies Bank that would \I-Ovide samples of projects,

lans. techniques, activities and evaluaar instruments. This bank

may also include vid o tapes of various ins uctional m.des accompanied

by appropriate suppOrt mater als.

rhe experienced staff should also be con erned wih orienting

the new staff me ber to the school or college

\in

partular, and
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also to the community which the s'chool serves. Much can be done

assist the new person in adjusting to his new environment.

The experienced staff should not only be concerned -ith the develop-

ment _f the instructional and professional skills of the new stAff

member, but sho-ld also evidence coneern for that- individual's

physical, security and acceptance needs.



ADJUNCT FACULTY GROUP REPORT

James L. Hoerner
Virginia Pelytechnic Institute and State University

Virginia

After much discussing and responding __ the assigned questions

for the group, the following subtopics emerged as the key

concern regarding the topic of Adjunct Instruction:

1. Why adjunct instructors

2. Reasonable expectations of adjuncts

3. Recruiting, selection and affirmative action

4. Unique proble ;of adjunct instructors

5. Solutions to suc.11 problems

points of

6. Steps, in Olanning'Staff developMent programs for Adjunct

instructors

7. Other thoughts and concerns regarding adjuncts

The remainder of this report will be the summation of the group

discussion regarding these subtopics

I. Nily_Ad unct Instructors

When one first thinks of why adjunct inst uetors are used in

post-secondary education it is almost like thinking about why does

the sun rise . Part-time instructors have been used so much and so

long one doesn't stop to question why. This could also be the reason

why, generally speaking, adjuncts have.not been given much attention

and in fact are the Last to be considered from practically al

points of vi

333
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After analyzing Adjunct Instruction several reasonable ideas

emerged regarding, hy adjuncts are needed in post-secondary education.

These are:

. 1. ide ibilit e-uired_in our educatioffa

amsof tody. Since cothrnunity heeds vary so much and there is a

constant fluxua ion in the business and industrial needs for trained

personnel, the neect for a good number of post-secondary occupational /

programs is constantly changing.

2. ovide -to-date inst uct-LLIJAVILLILED1

areas. .Modern business and industry demand an extremely wide range

-f highly skilled personnel. In order to have inst_uctors -ith the

specialized experti=e to provide the'necessary training it becomes

imperat ve to employ part-time instructors directly from business and

industry who have the required up-to-date knowledge.

3. To eet short-term,educationa1/trainin needs. With the

rapidly changing.needs of our community there is constant need for

sho -term train-ng programs. Specialized training is frequently

needed for only a short time and then once saturat d the training pro-

!gram terminates. It is diffiCult to use ,full-time instructors to firor

vide such training. Adjuncts', therefore, seem to he th_ best solutipn

for such training needs.

4. To rovide education over a_ extended schedule. Due to the

increased number of per -ns going to school on a part-time ba

while working full-time jobs, there has become- a greater intere.st

11 as need 'fn- expanded evening and weekend clas es. To offer

'classes all hours of the dny and night as well as weekends, adjunct
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staff becomes the only reasonable solution. Full-time faculty cannot

be expected to be available over such extended Schedules.

5., To provide education based threu out the community_- ere

eVer desired. The increased interese in locating prograMs out in. the

community in business and industrial locations further necessitates

the Use of part-time instructors. Fal-time staff cannot be expected

to drive around to several locations-to hold.classes each day.

II. What Can Be_ReasonablE?
The group deliberated at length on -the reasonable expectations

to hold for adjunct faculty. It was agreed that the expeOtations vary .

greatly from one system to another. However, it was agreed that

since they were employees of the system like the other instructors,'

there are several minimum expectations that could be established.

The following six expectations were agreed to be minimum responsi-

bilities that should be met by all adjunct regardless of location,

subject, etc.

1. The adjunct is expected to meet classes as scheduled like

any other instructor.

The adjunct should provide minimum office hours for students

needing individual assistance.

It is reasonable to expect adjunct instructors to be current

in knowledge and skill in their area of teaching.

Adjunct instructors are expected to be knowledgeable in

content of the course they are teaching.

5. It is expected that adjunct instructors will be knowledgeable

the regulations and procedures of the institution and to
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conform to them.

6. The adjunct should try to be an effective teacher and make

every effor- possible to improve.

Recruitment Selection and Affirmative Action

The whole recruitment and selection process of part-time and

adjunct instructors is a process that va-ies greatly from system to

system. Generally it'is an Area that presents many problems and

concerns at many institutions.

Recruitment was discussed at length and 4 number of points'

were finally agreed on as important to eonsider in the rec-u

process.

ment

A list of potential instructors should be formalized through

utilizing various sources (i.e. advisory committees, employ-

ment agencies, professional groups and associations, local

business and industrial contacts, chambers of commerce, etc

Develop a recruitment brochure that tells of the opportuni-

es as an adjunct instructor in the local area. The

brochure could be distributed around professional building

lobbies,- doctor's offices, shopping centers, etc. with a

tear-off for anyone who wanted to make an initial appli-

cation.

Conduct a social meeting for those interested in being an

adjunct instructor. The purpos of such a meeting would

be to answer ques ions within an informal atmosphere prior

to any commitments being made. Full-time personnel and

recruItment petsonnel could ge better acquainted with

potentIal instructors before making contract commitments.

361
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Have adjuncts complete the full-time employment process.

This would result in better personnel records and provide

greater opportunity for the adjunct to become more familiar

with the system and its structure.

5. Use a team interview process for the potential adjunct.

This allows for better assessment than just one person's

opinion;

Contact other nearby inst tutions that may have full-time

instructors who do not have full teaching assignments and

could be assigned .as adjuncts at a second.institution.

71. In some instances administ-ators could be given an adjunct

teaching assign ent. This provides them an opportunity to

retain recent teaching experiences.

8. Recruitment processes should include the Use of all equal

opporrthiity employment processes such as: -news media,.

affi mative action goals etc.

Criteria for recruitment was discussed and -it was'agreed that

the following criteria should be strongly considered when recruiting

adjunct instructors. It was also agreed that certain criter a should

be more important tha'bthers, therefore the following list is, in

the opinion of the Committee, ranked in- the Order of Importance with

number ond being the most important criteria to consider when,

uiting adjuncts.

1. Technical competency

2. Recommendations ftom individuals who lave made successful

recommendations in. the past
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Teaching experience

a. past tuching experienee at other education_institutions

b. experience as a trainer in industry
/

c. educational experierN- designed to establish competency

4. Ability to communicate and relate to others

5. Degrees

Obtaining reasonable evidence of an adjunct instructor's teaching

competcncy was considered an important aspect of the recruitment and

selectidn process.. The committee agreed that as many of the follow-

,

ing suggestions as poss blp should be employed in determining teaching

com etency.

Obtain recommendations from past industry/and/or education

employers regarding such teaching competency areas as:

a. Empathy

b. Organization

c. Punctuality

d. Enthusiasm

e. Neatness

f. Verbal fluency

2. Obtain evalunt ons of past and/or present teaching experiences.

3. Request past student evaluations.

4. Request candidate to condl t a teaching demonst ation -

perhaps in some on-going instructional setting.

Request a portfolIo of work if he or she has such.

ve a demonstration of familiarity of your equipment.

Administer technical competency exrms or obtain results of

S if they have already been taken.
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8. An assessment of technical evaluation by an incumbent ,

instructor in some field.

9. Use a team of peers to e-aluate.

10. 'Have candidate give demonstration of media utilization.

11. Exhibit a philosophy in agreement with institution.

While not all of.these suggestions-can be employed in a 1

instances it is suggested that they be used as guidelines for assess-.

ing a potential adjunct instructor's teaching competency whenever

possible.

Some discussion was-devoted to the topic of achievin affirmative

action in employment processes rr adjunct instructc;rs. Afte con-

siderable comment, it was agreed that the following points should be ,

-practices to assure the achievement of affirmative action.

1. Individuals involved in selecting adjunct staff should be -

asSisted in being aware of their own bias and prejtidices

and the philosophy of affirmative action..

2. Develop well written job descriptions on basis of functions

.and competencieS required on the job.

3. .Use affirmative action advertising practices.

a. Advertising.proc dures to include minority groups.

b. Request industry contacts to recommend minority

individuals as well.

4. Poeument all recruiting efforts.

IV. UniAL_Problem

A good deal of time was spent discussing the many problems that

seem to plague adjunct instructi-s. It was agreed that a list of
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problems.to look at could perhaps lead to potential.solutions.

Following areJhe pxoblems that generally exist with adjunct

instructors,

1. The sharing of facilities claimed by other iostruc ors.

2. A feeling of not being a part of the institution.

A lack of knowledge in basic administrative ta:-.ks: i.e.

a. where to obtain supplies

b. student records

C. suPport'setvices

d. chain of command

secretarial help

f. security

Familiar ty and use of institution's equipment.

5. Relationship of the course which they a e teaching to the

total program

5. Insufficient course syl_=_buses, content outlines, and

kuidel nes

7. Lack of eaching skill such as:

a. Utilization of time in teaching manageable units.

b. Alterftative learning s yles and their role within, _

Using media.

Utilizatibn of development support services.

Commit-Alt to teaching Pr fession.

Skills of organizing curriculu-

11, tnstltutional commitment.

12. lin; an of platosophy of iv_t LLutLon.

3 6 5
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, 13. Tend to teach only occupational skills.

14. Unaware of students''characterjstics, backgrlunds, et

15. 'Lack ol aWareness on,she part, of the administration to

'individual differenceSrand needs of.adjuncts.

Solutions to Problems of Ad'uncts

After the, jAntificatiorf of the many problems confronting

adjuncts, the committee addressed potential solutions to such

probleMs. While it wap recognized that not,all adjuncts have all

the Above mentioned problems it was also agreed on that not all of

the suggested solutions nduld'necessarily solve all the problems

related to adjunct instruction. The followingAs a suggested list

help.eliminateof possible soluions or techniques that

a number of the above-mentioned problems

only as a guide.

hopefully can

committee offers these

1. Conduct a series of inservice workshops.

2. bevelop an& provide handbooks for the adjunct,

Conduct an adjunct faculty olentat.ion.

4. Use a buddy system for new'adjuncts assigned to experienced

teachers for assistance..

Pro ide adequate administration td assist a unc

Calendars and schedules of administrators shOuld be'made

. 1

aVailable to adjunct faculty.

Include adjuncts in regular communication channels.

,

8. Provide adequate secrets ial sup-ort.

9. Vary schedules of meetings so adjuncts can attend also.

Assess needs of adjuncts at beginning of employment.
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11. Evaluate adjunct faculty for input to staff development.

12. Have adjuncts be mem6ers of advisory committees.

13. Invi e adjunct f Culty to social activities..

14. Take ne- adjuncts on a teur of complete facilities.

15. Use concerns of adjunct faculty t- develop handbook.

16. Include adjuncts in travel budgets.

17. Include adjunct' in curriculum development aCtivit,ie_,

18. include adjuncts in incentiVe and teaching awards,,,

19. Provide news media recognition for adjuncts doing ou stand-

ing jobs.

20. Include adjuncts in faculty committee assignments.

21. Provide sale y, increments for adjunct based on teaching

experience.

22. Include adjunct in tuition payment _ for pro essional

improvement credit.

in Plainin Staff Develo-ment Prog!amsjor Adjunct,

,sso_

--The committee agreed that one of the mostimportant activities

VI! s

solving the mahy problems,and concerns dealing with adjuncts

would be to conduct staff deVelopment programs. The following steps

were Identified as basic to 7onducting staff development prog -ms

for adjunct faculty.

ep One - Information Input:

The purpose of th* step is to collect the basic data

egarding the needs of adjuncts. A su vey of needs and

be made af-t1,1e-adjunCE-TactlifEY-.--

7
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addition, o her instrutters, faculty a_d students should

bvsurveyed to determine what is needed far the adjUncts.

SteRTwo compilatii.on a of Input:'

. Once 'inEormftfn is.collected, jt should be compiled and-

'y analyzed to deter- rib the needs of the adjunct laculty.

Ste Three. Development of Alternative Plans:

This step includes the development of several app-roaches

beSt meet the needs of the adjuncrfaCulty.. Since

the leeds vary among thl faculty members' efforts should

be made to provide alternate approaches for'different

instruc =_s. The approaches might include anything

from handbooks, individualized packets, to workshops.

SteR Four - Implementation of Plans:

Once alternative plans are developed they slwuld be set

into mQtion with arious schedules most condOcive _

the adjunc needing the assis ance.

%

Ste- Five Evaluation:

Frequently we __o thin s -without ma -'ng an* effOrt

_what, the results ate. Every effo-t should be made to

evalpate the staff development acpivities and the effect

if any, such activities had on the

adjuncts,

SteR Six lloW-Up:

Once -evalt. rion has been made it

OF-0 q of the

important to follow-up
0

and continue with t.nff development activities a c fteeled.

3 6 8
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PAW: AND FXPECTATIONS
tlIZOUP RFPORT

'terry Lndt..ig

Coihv Community College
k/mxox

In x,vnm,riximc the work or our committee, much of rhu richness

the dialop,ue will he lost We reviewed questions -32, 3/, ond 38

Irem the "ork Information Packet," for the workshop. The in

tion contained ix this document reflects material! gleaned from notes

/

t:lpo rocordinu ihe emitisious And emphasi;of the report uprise-

denote the hiases ot Furry Ludwig who served as reporter;

Ahe findings of the RAI Fzpeetations Committee are delineated

orch question.

What ore the too ten nedattorieal skills needed to he emphasized
in the Mr-service _program for institutional staff?

The committoe:quicMv discovered that there were two important

to the question; First, what were the Lop Len pedagogical

Secondly, wil-at comprised an inservice: program fOr instructional

elettlent limited and s';:yorted each other.

Artet several false, starts, th6 committep. dec ded that listing

tes t skills without knowledge of A specific

needs and dirsurvicr; delivery tryst:um would he ove- generalizing,. We

did not want to huilda super litit of Len ranked pedagogical skills

requirec! hy a stiper''instrucHr functioning:in ; super inservice or

stall: development provam.

3'7 0
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:olmnitree members were concerned that the overall objoctive of

01._s_tudeut le1 tium Out he lost in ,tay list of pedagogical

skills. We not'l that there at, many models of effective teaching-

and that liii j lISt rtIctL)1 is only one elemen in a classroom environ-

men( . The individual student, the discipline or subject, and the

iil4t it_ut_ iii,i I envirc m nt also affect the amount of learning produced.

The ICC I ICIWi lIg unranked list of impo

compiled by the committee:

curriculum development
understanding learning tifeory,
students, and subject

'evaluation-summative and
formative

creativity, risk-taking, and
creative failure

In addition ro the 11

alt pedagogical skills was

instructional st
interpersonal skills
group dynamics
community college philosonhy
instructional technology

if floral p lapogical. skills, it was

thought the effective instructor ev 1 doacod a largo dose

11:or students as persons, and an nthus

-caring

sm for his subject. The fact

that learnfnp takes place in the context of a human relationship was

rirt to be I ti:y.

Perhaps knowing the priority _ these ped-gogical -ki Is at

eac A institutin is the First step town uilding an-inset-vice staff

development pr ,ram copab I f giving inter,

opportunity tor p _ al involvement in a

Individual in terviews of lac ul ty by

were seen as the most effective uce

-red instr ctors an

ill-building session.

taff d velopment coordinators

sment procedure. Roger

Garrison C Journa_ June-Ju 1975) in "A Mi -Minu,1 On In-

ServiCe," comments on effective staff develdpment program planning.

371
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Oil he ha. is inr an institut nal inservice program hqs been

dove ped. the A I inst it it I OTtO l env i ronmen t which encotm.

instructor to use hese 1 s becomes more

Call provided a listi

portant. William

of possible areas of staff development needs

prepared by (obirt R-1,c of Merce- County Commun ty College. The

commit wishol to incl ide List 1 and Lis II as examples of pri-

or ic i ci ii ci I u in i uc I VI or staff devi_lopment pro,,,ram.

POSSIDLE AREAS OE STAFF DEVELOPMENT NEEDS
List I

1,onr,-nrn,,c plannin- ski112.

Re Ling 1 cultyistaff.

Developiny it:tiilg hudgets.

Co'nducting cost studios.

5. F legating :iiitIior i tyl ility.

6. Establislang effectivei,ccep able evalu Lion systel
_

7. Conducting

fnE.,oirirn! and facilitating innovation.

9. Implementing management by objectives.

10. Loworini, student attrition.

11. Scheduling

12. Ptiti?ing the conrcdt of differentfr ed staffing.

13. Conducting community needs studies.

_14. ifsing collective bargaIning and tirbftrailon as problem-solving
Mechanism.

15. The effective us, of time.

16. Human lations skill.S.

3 72



Pub! ic ri Int ions I Is,

18. Dec 1 I en-mak tti I echn Hes

19. Applying, man:I}wment Lhoories/

20. EstAhlishin taff devil Imitnt prc

21 Us irw co I &nl'r1tt iIIitivtIv
22. Understand I ng ihe "cim mity service 1iiis Lim of the commnni

college.

uhderst And ins', he ling, educatio.n 'unction" oil the
community coIloPx.

Undetstar lh n the "career 1 on ti n" of the c mmuni Lv

rftili4ln remedial And devolop tal program,-; ;11-I

26. Knc ing the 1nrLlctcr istics And utoils or stud

27. Dove p i molt's jug uont todltlornil Scrviows.

I SWF AREAR F STAFF DE
List II

1.. Reinforcing student 1 irn iu.

El' 4ENT NEEDS

2. Helping, stroronts e 'Aflore tinIr riot ivs, ;H..1 i Ludes, :Ind belie

i. Academic dv is ing of sin nits.

Develop i ns, intiroli sc ipl iui rv c:oiirsois

5. rsiny rppropri1L o yrid Inc SVSF .1

6. 1:11 in stiiotints with differ'nti:11 I cilrn jug rates.

lilt loin student_ mot ivation.

I den ii fyinp d is Iv: caged Fitt

Eva iny modes of inst ruct i

Devi, lopliny curricuIn/nroyt ;ims.

1 I Dove lop mul Tined (nstriictionnl act ivities



1 2 . Dev-.1oping lug individualized h I-inlet-E. nal materio_

13. Conducting class .minar discussions.

14, Developing/ oudlo-tutoriol learning materials.

15. Writing behavioral obj

16. Apjlv tog learning theory/res,-rch.

17. Developing/using sinini 1 at ion or role-pl cry ing activities.

18. Self- ii_s/sAf-awareuess skills.

19 1 vclopir/risin tritry exit level skills tests.

Test co .tructiin and urnur lysis.

21. Developing/using credit-based examinations..

Challenging the "gifted student."

23. D veloping/using lea ning contracts.

Counseli k of students.

25. Matching instructional modes to the character _cs weds
of students.

37. What are the different expectations between full professor,
ris.sp_ciate p:ro_fesso_r_,_assistant ffofessor. _iristyuctor, assistant
instructor teachin,, lids tucIrriica1assitant, lnd idjunct.
faculty?

first reaction of the cot niiittee wa that the question was

-levant for n !ban one-half of the cunirnurii ty __lieges and

teehrinaI tail leges. They do nOt irivni ranks, and in m ny .cases do not

have tenure. However, cI1 instituu ions arc facing promotion, salary,

and m r it paY deci s ion-making problems for full-time and adjunct

staff. The (luestiori of how to mak those decisions became the

central focus of tire coinnhittLne during discussions on question

number 37.
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In lonlyx:ing the decisi 1-making proceeses at our -espeetive

institutions sok/ HcLors readily became apparent:

Stott expect a differing
each ra nk.

remuneration along with

The increasing salary.and prestige attached to the higher
rank supposedly reflect a higher skill level and more
complex set of responsibilities for the individual.

Collective bargninia,. is often a facto__ in the :,stablish-
ment and maintenance of systems having multiple ranks.

Systems having clear differentiation between ranks obligate
administrative decisions as to what criteria should be
rewarded or reinforced: loyalty, teaching skill, college
service, personal development, credit hours produetio
travel, etc.

In many in. _itutions the administrative _genda dominates
rank expectations. Little work has been done on the
faculty viewpoint toward or expectations of differenti'_ed
rank ,systems.

Once criteria are determined for the various ranks, they
must he incorporated in a comprehensive system which
encourages performance nnd provides perhodic feedback to
the individual. The criteria must become included in
objectives which influence daily decision-making.

rank
criteria

feedlmc

13P.
pert orman

evaluation

-he apparent reason tor '1 inistrative rent Iom of Instructor-

ranking systems rem-ins the facilItatIon 1 ent lcarni

Faculty suppo-t the ranking sys ms -tstensibly) for a

relsn --Hwy so-pc bet t yr teac Iilii Whether or not ts ti tilt ions

with systems of ranking for faculty produced more learning or

3



351

sap! rcod hotter teaching over non-ranked systems remained an

111110501 vod question.

Several colleges did have methodS for determining full load for

faculty. DoAnza Community College in Califor_la! Mercer County

Co91munity Colle,e in Now Jers-- and Howard Community Colle-,e in

Mary] td have reports detailing 'oro Au- s for determining full load

0 ILLCUIa ;It their campuses. Those --t tutious, among many others

have developed comp rolions ive faculty evaluation systems due to a

combinat

pressu CS

Hministr,7 ive, faculty, court, and citizen directed

Finally, in the cov ittee's movement from discussion of institu-

tional of instructoi ,; to analysis of faculty evaluatIon

systems, Man. gement-By-Objectives was frequently mentioned. Several

committee members commented

Special _

is used on their campus=

on was made of replacing individual faculty member

objectives with department objectives. MBO also seemed to be 'an

excelft-t tool lo= evaluating fIruJ ty with partial admthist rative

ossignmont or for accommodating individtals who did not f t the

criteria of existing faculty evaluation systems or who choose not to

partici ate in them.

38. What_ information should he included in a written _plan for
improvement_which malces_clear_whAt.facully must do .t_o_advance
t_o_the next acadertifc_rank/saja_ry ranIg?

a

the committee noted information included in

ten plan for improvement for faculty should meet the definition

mood behavioral ot tile wrItten plan sho ld state -hat
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must lie done; Stil_L cinder what ceindit ions it must he I and state

how it ill he CVI Iii;it:eti. Beyond the prcced i ng points, ::ommitte

ci ese us I 00 centered on the wn v to determine advanccm nt in Un illation,

compreher ive role of faculty, and the specific I toms an improve-

ment plan should conLai

Determining the in loc-uci t ion to be included In the

.alVliicciiieiit should follot these stel

itteil plan

Criteria for advancement ..re developed from
statement or goats of the college. All too often the
reason for the being of the college becomes lost in the
design of the system which influences the behavior of
all college staff throughout the year.

The process to be use& in evaluatiw_ ulty achievement
,f objectives based on the criteria is formulated. The
process of evalpation Should clearly reflect the relation
or the criteria to the goals of the college.

The levels of performance or standards on each ciitarin
should be specified for each rank or step on the salary
schedule.

The comprehensive role of fac ii lty in a modern post-seconda

inst it otion musr a tso be addressed by information in the -vritten pl an

of adv 1 atient. l'xnert:iL ions of factil:., per rmance sh)tild he

registered on all these crit er in accorling to James Ilnninions whence'

paper we i cvi ewed at the Cunierence

1C1C h i iigp reparation, impl mei CV I lint ing tudvnts ,
and classroom manngement.

2. Advising.
3 Professional protit h.

College service.
Communi t v serv:Ve.

or standards

hi ri I. t en plat- iii advancement I i i 1 cc a d om) Le cr

perlormance Mt a (All tion nu et)! it rilunLiun hy

111dividan1 I cciii ty members should be expected. The inicra_ procedure,
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15_1

should he el cai 1 It five areas.

1.n stmu -rv, lair rma 1 1 included in oily t Menwas

plan for improvement of individual faculty shou Id contain a statement

criteria relacionshi, to the college mission and goals, a state-

ment of standards on each criteria advancement to i fie ranks

or salary steps, a statement of concitions tor performance and a

state 2nt of how performance will he evaluated. Criteria may include

experielw- education, and time in rank plus five areas o

teaching (advisinv- professional development, college servIce ant

coimmnii try service ), spoil lied above. The . seems to One

clearly emphasIzing the rationality and comprehensivene-- of informa-

tion contamned in written plans for faculty advancement and improve-

ment.

SLII,D1ARY

Three imp. _ ant points may be drawn from the committee on rank

and expeCtat ions w--k. First, no one hos the answer yet. In deatit

w i ch all questions there were h gh levels of frustration. Tlie neat

and tidy answers were incomplet - Secondly, integrated systems

wli iii consider Che po ints ra I sod In; all three questions are difficult

to I neat e. The papers submic ted for the ciif rence may he a. valuable

rc:snurcci in this.area., Finotly, the key to the workshop seemed to

he access. Access Le Ideas and.restil ts of efforts on other campuses.
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PoST -SFCONDARY
STAFF DEVELOPMFNT

AN ANNOTATED BIBL10(.11:APHY

Dr. Robert W. Harris
Associate,Professer
Chairman of Business
Mercer County Community Collee

Dr. Francts A. Sokiey
Associate Professor
BuSiness Department
1(.2reer County Community Colieq.<

1NTR( :110N

The need for staff development programs in thse area of post-

secondary education is well documented. A search or rho tirori- -o-,

reveals numerous articles and research reports pertinent to the

topik:- The following pages represent an attempt hy rho authors

select uritings that reflect current thinkint; on pre-service ond

in-service staff development programs designed Lo up-dnLe, and keep

olirrent indivicnaIs presently employed or Preparing to enter Thu

field of socandary vocational technical education.

Tie annotated hihliogrophy is organized into six major headiigs

as tollows:

1. Coltoge or U.niversity,

Communttv

Othr Post-Secondarv Institotionr,

4. Itsonrc-:e Centertl.

5 Models.

6. Romearch.
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Professional - in-service Pedagogical

Rosen, Sidney M. Training Program For Community Collegd_Teachcra
of Minority and low-income Students. ED073050. flenolulu:
Hawaii Universit.y. School (If Social Work. 1971.

pullpeser This triiing program, developed at the University of
Hawaii-Honolulu, was designed for community collge teachers of
minority and low-income students.

Procedure: The program emphasized the development of positive atti-
,tudes by teachers for the low-income and minority student. Intimate
contact with low-income and minority families was achieved through
a 4-day "live-in" experience: In addition to Lhe "live-in" experi-
ence, four basic coMponents comprised the training program: class-
room lectures, discussion groups, writing of papers, recapitulating
and analyzing the field work, and program evaluation.

Conclusions: Evaluation of the program indicated positive results.

Kentucky University, Lexington. Training Program on Utiliz tion
Closed-Circuit Television in The Commun Colleges, of_

Director's EvaluationRepor
Kentucky University. 1972.

E0070296. Lexington:

Pur ose: The primary purpose was to broaden faculty use of instruc-
tional television (ITV), to promote interaction between the varioUs
faculties, to identify curriculafirea where television might be most
appropriate, to apply new findings in communications and linguistics
roNthe disadvantaged student and to relate these to tlip medium of
television.

-Procedure: Basic equipm,ent operation instruction was provided for
those unfamiliar with television equipment.

Conclusions: The pa ticipants in the program by and large expressed
'positive interest in ITV. The director felt that the program could
have been better publiCized and promoted.

California University, Berkeley. Final Report on The Second Year o
The Coo erative Internait_Zr2Igram .For Cc_rn

Instructors, 1970-71, ED072001. BerkeleyCh.lifarnia Uni-
versity, School of Education, 1971:

;WI

L_I_Epp_at: This:report describes the second year uf-operation of the
Cooperative Internship Program for Community College Instructors
(CIF), '1970-71.
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Procedure: EmpIlasis is placed on three phases of activities: place-
ment, pre-servic, and in-service. Pre-service activities covered
videe-taping and playback, curriculum, methodology, group interaction,
and experienced fulty participation. in-service activities
.cluded seminarA, Workshops,, an interpersonal learning weekend,

and field visits. Pirowram evatuation was based on experienced
faculty evaluation of,vinterns, deans of instruction evaluation of
interns, student evaluetion of interns, intern evaluation of CIP,
and the ()Minibus Persona,lity Inventory.

_Conclusiens: Conclusion cover major strengths, and weaknesses of
the program, program 'problems, and recommendations for-program
development. Tables and 4pendixes with related program material
are included.

Oklahoma Stare'Departmenr of Vocational and Technical Education,
Stillwater. A Trainin Program_For Vocational_and Technical
Education Administrators. \Final Re22_17t_klune 1, l97OJurie
1971). ED06749S. Stillwater: Oklahoma State University.
1971.

Pur ose: :To update and improVe the skillsand competencies of voca-,
tional and technical education administrators in Oklahoma and pro-!\
vide pro-service education for thOse aspiring to administrative
responsibilities.

P.,7ocedure:- A aeries of activities iria flexible inservice training
program for 53 persons were -conducted during the year, including a
4-week summer institute and university .\courses during the fall and! \,
spring seMesters.

Conclusions: Responses to an evaluation' questionnaire regarding
the accomplishment of program objectives revealed that program goals
'were generally accomplished and viewed faVorably by the participants,
although they were not congruent with their\ personal goals.

Rogers, Charles H. National In-seriice Trainin ulti_le Tnstitu -s
For Vocatimal and Related Pe sonnel_in\Rural Areas. Final
Llf.2211t_. ED064257. Raleigh: North Carolina State University,
Center for Occupational Education, 1971.

paniir: This project provides.in-service training to vocational edu-
cators and related personnel in order to equipthem.with comPetencies
required to develop and direct more adequate and relevant programs
of*vocational education for people in rural arehs.

Prncedur The project provided in-service training for 452 partici-
pants from 49 s ates and the District of Co umb0. More than 75
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consul t nnts were used in seven institutes, which produced 59 varied
papers that are included in the final institute reports. Two back-
ground documents prodpeed as part of the common training package
(The. Changing EducatLenal Needs of Rural People and Guide to inno-
vation in Education) are appended.

Coiic1u5tons Of the 452 participants. 400 prepared plans,for
utilizing the institute output in their own prop-ams 'upon returning
home. A ollow-up of participavts indicated. that 82'percent of those
who responded were able to implement their plans. Numerous planE
and recommendations were prodUced during the institutes which show
great premise for improving the quantity and quAity -of vocational
education in rural areas. .Based on the immediate and follow-up
evaluations of-the seveninstitutes, it

. is concluded that all of
them were at least partially successful in attaining the objectives
of .the multiple institute project.

Freno City College, Califernia. Workshop in the Preparation of
Measurable Perforancectives. ED073258. Ca ifornia:
Fresno City College, Technical and Industrial Division, 1971.

pLir22fiLe: In order to produce measurable perfoLmanee objectives for
every vocational education program in the technical and industrial
division at a Fresno Community college.

Procedure: An educational consultant led a 4-daY workshop fer 33
community college instructors. Funded under the VoCational Edu-
Cation Act of 1968 in cooperation with the. California Community
Colleges and the State Department of Education, this report presents
Terformance objectives developed within each instructor's field.
Although each of the 33 instructors was required to prepare the
satisfactory measurable performance objectives, only 25-completed
these assignments. For each general goal, a desired outcome, a
performance criterion, a rationale, and conditions required for
performing the objectives are provided. For the specific tasks
given to meet each goal. rationales, performance objectives, require-
ments for task performance and performance criteria are included.
The completed objectives are grouped alphabetically by program
topics, ranRing from agriculture to police science.

Conclusions: Follow-up work in-luding ask analyses and in-service_

training, is being planned.

refessional e vi e Administration

Auburn University, Alabama. Leadershi Development ILILILIIIL2=1-
For Administrators of New and-Develppin Junior Co11ees.
Final Re ort. ED 5 i. A ama: Auburn University, 1971.
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purpose: 'Auburn University (Alabama) sponsored a project to bring
together persons from several Southeastern states practicing, ,or
aspiring to' practice, a 'articular specialty in iunior college edu-
cation.

procedure. An in-service an,d a residen
persons were involved in the in-sarvice
largely of a 2-weekoconference. The 26
portion also participated in the 2-week
a year of full-time study at the university structured like an actual
or potential junior college career field. Precise objectives
specified for the in-service phase were: (1) improve participant
competency in his speciality, (2)'increase specialist-role awareness
in the junior college scheme, (3) create appreciation for the junior
college's expanding role, (4) encouraging people knowledgeable about
junior colleges to return to them and provide leadership, and (5)
prepare some to lead in the development and operation o- --ational
programs for the disadvantaged.

P

group were served. Sixty
portion that consisted
individuals in the resident
conference, bdt continued for

Concldsions: Project organization, planning, and i_
achieve, these objectives are discussed, as well' as th
oT the outcomes.

Oklahoma State Department of Vocational and Technical Educatidn,
Stillwater. A Trainin Proiram For Vocat onal and Technica
Education Administrators. Final Report. ED067498. iillwater:
Oklahoma State _niversity, Oklahoma State Department of Voca-
tional and Technical Edueation,,1971.

pur ose: JO update and improve the skills and competencies of
vocational and technical education administrators in Oklahoma,and
provide pre-service education for those aspiring to administrative
respOsibilities.

Procedure: A series of activities in a flexible -in-service training
program for 53 persons were conducted during the year, including a
4-wpek summer institute and university courses during the fall and
spring semesters.

Conclusions: Responses tO an evaluation questionnaire regarding
the accomplishment of program objectives revealed that program goals
were generally accomplished and viewed favorably by the partici-
pants, although they were no,t congruent with their personal goals.
Eight,tables.present various data on progrwl evaluation.
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COLLEGE/UNIVERSITY OFF CAMPUS

Professional - Pre-Service
_

Hackett, Bessie. Pre-service Occupational Program Inst tlonal
CompeteneAes. EJ098982. Illinois Career Education Journal
1974.

Purpose: The competency-based teacher e_ucation project titled
-"Pre-service-Occupational Frog " at Illinois State University.

Procedurc Normal (behaviorally stated objectives, proassessment
of objectives'in relation to learners, learning activities.
evaluation for competences, process adjustment) can serve as a
model for teacher-training institutions to examine existing.pro-
grams and courses for desired occupational teacher competencies.

Scigliano John A. and Barton George M. prac_ticums:_ National
Program_for Community-gf_pally. and. Nova

University Nacional.EDILLsm for.Community College
Faculty. ED081417. Florida: Nova University, Fort
Lauderdale, 1973.,

plima: The practicum process at Nova University is designed to
enable the participants in the Ed.D.- Program for Comounity College
Administrators and Faculty to investigate an educational problem at
his or her own institution, and to reach conclusions and offer
recommendations related to effecting a change at the institution.
The primary purpose of this guide is to explain what Nova University
eXpects of the practicum participants ancl to provide.guidelines in
the preparatiOn of -practicum proposals and the final report,'

Procedure: The guide is organized into the following sections:
Introduction; What is a practicum; Selection of Practicum Topics
(curriculum development applied educational research.and evaluation,
college governance, learning theorY and:applications, societal -

factors, or-educational polity systems),; Examples of Practicum
Topics; Joint Practicums (groups of two or three participants);,
Pradticum Proposal (submission,' evaluation, format, title page,
and check sheet); and Final Practicum-Reports (submission, format,
title page, evaluation, submission of abstract style manual, and
peer signatdre sheet).

Professional - In-Service Pedolggieal

Hardnerobert J. and Pratton, Don L. Curriculum 11E2sill_Thsop_gh
. _

.

Behavioral Ob:ectives. 'EJ026731; 1970.



363

-

Purpose) In order to implement behavioral (Performan
at Columbia basin Community College, Washington

jec,:ives

Procedure: Two professors from Washington State University were
asked to conduct a comprehensive in-service training program duringthe fall of 1969.

Conclusions' This article reviews the rational behind the use of
behavioral objectives, analyzes the program phases, and describes
the short-term results.

COLLEGE/UNIVERSITY - CORR P NDENCE SE! -INSTRUCTION

Professional_- -e vice

Wray Ralph D. An Illinois Curriculum Development-7-individualized
Progression in Occ4ational Education. EJ105466, Illinois
Career Education Journal, 1974.

PialTa: The self-instructional matrials Tackage designed for all
occupational teachers, regardless of specialiation field, is avail-
able on a free-loan basis from Illinois Curriculum Management Center,
1035 OuLer Park Drive, Springfield,: Illinois.

Professional - 'ervice AdminidtrAtion

Evans, Rupert N. and Lockwood, Wayne N. Mail Orde_ In7Service Edu-
cation. EJ098983. Ilinois Career Education Journal, 1974.

PuTuse: A description is-given of the development, implementation
and the functional outcome of a reVised in-service education
correspondence course on leadership development in vocationaledu-
cation, %Mich was offered by the University of Illinors

Procedure: When,used as group study and with invite._ guidance and
administrative personnel, the course was very effective

CONUNITY COLLEGE - PROGRAM

sslonal - Pre-Service

FGilbert, liariOn L. _.!1._1k.illx_pLinrilLTAg_Teacher-Trainin
Pro rams ip Sele_ted Universities. ED104491. 1971.

3 8 8
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Furclose: A means of assessing junior and community coll--
training programs in the United States,

Procedure: The author visited _ L1ectLd universitiea,ln Illinois,
Missouri, Texas, Louisiana, Florida, New York, California, and
Nebraska 'in 1971. She also met with State and District Junior
College Boards In several states.. Most of the information was
.obtained through visits and intervieWs. Program descriptions a-
categorized bv state, and-provide a very brief_overview of the train-
ing curricula at particular institutions. There appears to be a
strong movement towards emphasrs on professional training for commu-
nity college teachers. Direct community college experience is also
encollraged as opposed to the past practice of hiring community
college faculty from the ranks of high school teachers. The master:s
degree was seen to be the minimum requirement for community colleee
teaching, and the ability to teach one or two related fields was
determined to be highly desirable.

.

Conclusions: Recommendations are made for courses that would be
beneficiai-to the aspiring community college instructor as well as
useful as guidelines for a community college teacher-training program.

Glenn, John W., _ New Conce t in Voce nal-Technic I Education:
TF_L_LA1712!Es_e_. ED072789 1973 .

F,L1-11: A 2-year-associate degree teacher preparation program is
described. It is intended that it will meet current and futhre-pre-
service vocational-technical teacher education demands resulting
from expanded Federal and Statedlegislation to increase vodational-
tochnical education offerings in grades 9-12 in the State of

.-Tennessee. "

Procedure: *The program is.. designed -to permit both the.pre-service
and in-serVice vocational-technical teachers to pursue:their educa-
tional developmentat 2-year post secondary institutions that are
within commuting distance of 'their residential communities. Each
student Would be individually .evaluated for prior work, teaching,
and educational experience andbe,given credit for these experiences.
The chrriculum consists of three major com-onents totaling 112 to
128 quarter credit hours to fulfill the regional college accreditation
association requirements.

Conclusions: The 2-year associate degree program- was implemented
the spring of 1973 at the State Technical Institute at Memphis

389
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Essex County.College, Newark, N.J. Directors'_. Evaluations of Urba-
instructional Trsliiiii_g_JADevelo-ment Institute, Essex _Coun
Colje&e. E1)077910. Newark: Essex County College, 1971.

Purigasi: This is a second-year report an a program to train college
graduates forcommunity college teaching functions with low-income
and urban minority students. Four purposes of the program are
listed: a) to help train future community colloge teachers in
innovative teaching styles., b) to raise the level of sensitivity
among this potentially professional group, c) to create a human
respvoir of talented and experienced community-level teachers who
are ble to cope with education in the deprived urban environment,
and d) to facilitate the graduate education of these teachers.

Procedure: The report indicates that the creining towards these
goals is incorporated into a. three-part program: graduate enroll-
ment in'a participating college; participation in a comtunity-orieated
program, and plaZement as assistant teachers at the undergraduate
level (including remedial teaching in English and Sci-Math).

Burlington County College, Pemberton, N.J. Develp en a Colle e
Conducted Facult_ _Pre-Service_Pro ram,,1969-1972. Final Re
ED073747. Pemberton: Burlington County College, 1972.

°rt.

The development of a pre-service training program over a
three-year period for faculty at Burlington County College, New
Jersey is discussed.

Procedure: Burlington County,C011ege,- which began operation in the
Fall of 1969, emphasizes various modes Of instruction, with .the long-
range goal of facilitating individualized:instruntion. Summaries of
six .revisions made to the pre-service pro'gram arle presented. The
objectives, procedures, and evaluations of the 1969, 70, and 71 pro-
grams.are'provided, and a field test made at Ocelan County College is
described. Following the field test final tevisibn was made of
the pre-servic'e program.

Conclusions: The FrograM npt only influenced b sic attitudes, but
provided pew faculty wi,th knowledge andskilis needed. The major'
contributions: orthe project were -Es follows: /(1) a collection of
validated learning:objectives for a faculty'pre-serviee program,
sequences in e. rational fashion, and keyed to,materials available
to any institrtion; (2) some- very 'useful instrdments--a validated
pre-service attitude questionnaire; a validated quiz on those
aspects essential to understanding.the students in the community
college; ski annotated bibliography on pre-service and in-service
training 'of community callege faculty; and a.checklist of items to
send to new faculty members Prior te their arrival on.campus; and
(3) a'ehronological record of the program development,

390
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Iowa Lakes Community College. In-Seryice_Trainiaa For Adminietratots,_
Facuity, and Students of a peve_loping_.Commuhi_tyCollego.
pitectot's _Evploatjon Repott. ED070761. Estherville: Lowa
Lakes Community College: 1971.

Purpose: Iowa Lake Community College conducted a training pri tam
to assiet participants in reaching m shared understanding
comprehensive colle,ge community.

Procedure:. The prorram aleo proSented new developments in teaching
methods, technology, and media. The participants included admin-
istrators, faculty members. and students from-colleges in tho state
of Iowa. The program was divided into thre,e phases. The summer .

phase introduced new developments in teaching Methods, technology,
and the use of media. The second phase included a tour of four
community colleges lu Iowa and Washington state. Semihats on
Technical Media for Teaching and In-Service Education for Addlt
Education ccinstitu ted the thirA phase of the _)rogram.

;

Coaclusione: Three day follow-up training and consultaW.v semiiiars
:aimed at staff and organizational development were conducted.
Evaluation data are included on all phases of the program. Various
changes in attitudes:and abilities of theParticipants are noted.

OrBanion, Terry. Staff Deve_lopMent at Lincoln Trail Coliege.
EP103059. Urbana: Illinois University, College of Education,
1974.

Pur.pose: This_report, initiated a the request of-the Lincoln Trail
. College LTC) faculty, provides 'seies of recommendatidns regarding
a continuing professional development program specially tailored to'
meet the needs and characteristics of the staff'at LTC.

111- _:edure: A questionnaire was developed to determine Activity
relOvance and availability, preference toward different formats,
and obstacles which might impede participation in staff development
activities. Responsesef the 43 respondents wdre tabulata for the

.entire group and for Tour subgroups: 16 full-time faculty, 14 part-
time faculty, 7 administrators, and 6 support staff.

.Conclusions: Prqgrann reoMmendations are then made by subgroup on
the basis of respOnses to the survey. For each ClusEer a list of
,activities and resourc.es are presented. 'This is followed .by recom-
tmepdations for a basic first year program. The prograM iebased on
xeeults indicating chat not .epough time has been allocated for staff

--levelopmenr in the past, staff development opportunities arenot
available in reasonable proximity to LTC, and stiff members prefer
one-day workshop's at LTC offered- by outside cot4u1tants. Organi-
zational schemes and means fOr program evaluation are discussed.
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Admijnstraon

Iowa Lakes Community College. In-Service Trainin For Administrators,
Facult . and Students of a Developing C11211TLIalyilege.
Director's Evaluation Report. ED070761. Estherville: Iowa
Lakes Community College, 1971.

Iowa Lake Community College condurted a training program
to assist participants in- reaching a shared understanding of the
comprehensive college community.

Proceduxe: The program also p esented new developments in tea_hing
methods, technology, aud media. The participants included admin-
istrators, faculty members, and students from colleges in the state
of Iowa. The program was divided int() three phases. The summeT
phase'introduced new developments in teaching methods, technology,
and the use of media. The second phase included a tour of four
community colleges in Iowa and,.Washington state. Seminars on
Technical Media for Teaching and In-ServiceEducation for Adult
Education constituted the third phase of the program.

Conclusi-ns: Three day follow-up training and consultation seminars
aimed at staff.and organizational development were conducted.

, ,

Evaluation .data.ate included on 411 phase& of the program. Various
changes in Attitude and abilities of the participants are noted.

Andreyka, Robert.E. In77Serv_ice_EducaEion Fbr'Part-Time Technical
. Inst uctors.' EJ036985, Technical Educ,ation,News, 1971.

Purpose: This researdh points out the need for training programs
to upgrade the knowledge of part-time.teachers in regard to educe-
tional.functions. .

0

Professional - Pre-Service

OLLEGE WORKSHOP/SEMINAR

Of T1211.11ialiie As _Part of the Fifth Administ a ive Teams
Institute From Jeff_erson State Junior Colle e. ED013650.

Purpose: When Jefferson Etate,Junior College ppened,in 1965, 49
percent.of its faculty were formerAlabama Senior College Professors,
41 percent were-former secondary school teachers, and 10 percent-

_

came from public Junior colleges in other states. This- Variety,
plus the special characteristics of the Alabama junior college

-

system, necessitated Acomprehensive faculty orj.entation program.

392
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Procedure: A course in junior college education vas organized'for
the faculty-, who_ took the course for credit, audited,'or attended
certain sessions, in accordance with their background. A practical
result of the courSe was the developmont of several instructional
programs as class projects. Classroom visits were followed, by con-
ferences with faculty members. Infbrmal and formal discusson groups
served as.another means of orientation:

Conclusions: Pre and post-testing ihthe course showed desirable
changes, and the administration noted changes in attitudes of manx
staff members.. Results of a questionnaire'administered at the end
of the course compared favorably with repsonses of a nationwide
survey, and theauthor concluded that the local retraining and orienta-
tion program was basically successful in at least 90 percent of the
cases.

Professio_ 1 2 In-Ser-

Parsons, Michael H. :aff Develo ment:.
Ed092201. 1974.

2se: Hagerstown Junior College, Maryland, has had a staff
development program for-the'past five years. The major components
114376 been evaluated, revised, and integrated into a gestalt.,
paradigm--a,total, institutIonal thrust designed to .insure thatthe
goals of the -college meet.the challenges presented by the eerviae
area

Procedure: Eash component exists to foster specific objectives
designed to implement institutional goals. The components are
examined in this report.

Jones, Milton' 0. In-service Trainin For Student Personnel
orkers--A Prac

ED042449. 1970.
icum A oach at Clear -ater Ca- u

:name: The.student personnelo,staff at St Petersburg Junio-
Coll4ge, Clearwater- Campus, participated in several in-service
training seMinars to up-date and improve ProCedures arid technique's
for dealing with individual students.

, .

Procedure: A consultant from the University of Florida, and the
St. Petersburg Junior College Dept of Student Wersonnel conducted

.

the seminars. Recent advances in counseling theork,gld research
were discussed and critiques ortaped counseling sebsions were
con'citictod

Conclusions: Most participants felt pie ogram had positive results,
Aspecially the areas of self-evaluation and technique improvement.



369

Dallas County Community College District. The Devlo.ment of
_Behavioral Objectives And instfuctional Units in Selected
Occupational/Technical Courses:A Pilot Pro:ect. ED080678.
Texas: Dallas,County Community College District, Texas
Education Agency, Austin, Division of Occupational Research
and Development, 19,73:

Purposel A pilot project was initiated in the Dallas County (texa-

,

Community College District to: (1) introduce,the instructional
staff.to the use of behavioral objectives, (2) provide for the
.development o instructional capabilities in Writing behavioral
'objectives.and in building instructional materials, and (3) assure
that the results of the behavioral objectives and instructional.
packages would achieve the ideal of relating the learning theories
and strategies to the specific skill needs bf-the student and the
community.

Procedure: TO achieve the prOject Objectives, instructors of tech-
nical-occupational and related courses were'invited to submit pro-
posals specifying the rationale.for selection of.tht coarse, the
ends,to be achieved by participation in the project, and the process
for achieving these-ends.. Proposals-receiving a priority rating of
"one" were funded,'and the instructors of the approved proposals then
attended a2-day workshop in late spring 197,2 designed to assist wi.th
the formulation obElobjectives and instructional units.. Following
the workshop, the instructors developed behavioral objectives and
instruetional units for pleir courses, which were field tested in
the 1972-73 school year.

Conclusions: A follow-up survey'-of 37 instructors revealed that the
prOjeCt enabled them to use commercially produced, materials' More
judiciously and facilitated team:teaching within and across divisionlines.

Professional - Service-- Adm nistration

Parsons, MichziA,H. Staff Deve o
,

ED092201. 1974.'
Ges_

Purpose: Hagerstown Junior College,. Maryland, has had a staff
development program-for the past fiVe years. Tfie major components

,
have been evaluated, revised,-and integrated into a gestalt
paradigm-7a,total institutional thrust designed to insure that the
goals,b,f the college meet the challenges presen ed b, the service"area.

Procedure: Each component exists to.foster specific dbjectives
designed 'Ed implement institutional'goals. The components are
examined in this.repprt.

_

1
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OTHER POST-SECONDARY±INSTITUTIONS
.-

L4j,tIn-Serviee Pedalaal_cal

Andreyka, Robert B. In.-Service Education
Instructors. EJ036985. 1971.

PartTIme Technical

This research points out the need for training programs
to upgradetheknowledge of part-time teachers in regard to educa-
tional functions,,,

RESOURCE CENU UATE CENTER INDUSTRY

Profes ona Service Pedagogical

Pasadena City College, California. Urban Education Institute.
Directoes.Re Ort. ED077912. California: Paeadena City
College, 1971.

g12122gi: This is an interiM report on the Urban Edueation Insti
which is designed to-provide part-time in-service education for
experienced community college persnel.

MODELS - THEORY

Professional - -Service

Collins, Charles C. and Case, Chester H. The On-Site, P o emetic
-oach To Staff Develoiment ED101780. 1974.

Pu ose: -Devel- ed a model for the induCtion-and professional
development o_ community college staff me ers.

Procedure:. It is designed to serve five clienteles: new and
inexperienced faculty, experienced faculty, elassified staff,
adjunct faculty, and administrators.

,
.

COnclusioni: .The Professional Development FacilitatoF(PDE) is the
moot Sctiveagent in planning, lmplementing,/and evaluating staff
development activities. The.PDF holds a s1aff; not line, Position
and reports directly to the predident while serving in a resource
relationship to the entire college-staff.

Rutgers, The State University. IRshalag1;11e!2msce_Center per
Vocational7Technical Education. ED019435. New Brunswick:
Rutgers, The State University.
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Purpose: A model'faeility for updating Vocational-Technical teachers,
planned in the project "A Vocational Technical Teacher Technology
Center--The Development of a Model" (ED 033 522), is described.

Procedure: The center consists of a technology nnd-a resources com-
plex. The teehnology, complex iis devoted to updating and enriching
the instructional program.. The resource cOmplex provides facilities--
oriented forAmproving teachinglearning techniques;

Conclusion's:- A site plan, floor plan, and an outline of architectural
considerations areiincluded.

ofess'ional - I Service Technical

Collins, Charles C. and Case, Chester-U. The On-Site PragnEumlic
A.'roachto Staf- Development. ED101780 1974.

T11122fL: Developed,'a model for the induction and professional
development of community college staff members.

Procedure: It As designed:to serve five clienteles:- pew and
inexperienced faculty, experienced facul y,.classified staff,
,adjunct,feculty and administrators.

Conclusions: The Professional Development Facilitator (PDF) is the
most active agent in planning, impleAenting, and evaluating staff
development activities., The PDF holds a staff, not line, position
and reports directly to the president while serving in a resource
relationship to the entire college staff.

Profeional - vie_pqa_gog14_1

Washington State Board for Community College,Education. Recruiting:
Making the_Open poor A Realit A RI ort On-The National Disr
semination Pro'ectjor TheCommunit- Col1ees. ED077488.
Seattle: Washington State.Board for Community College Edu-
cation, Research and Planning Office.

111.41221!: The need for improved support service programs in community
colleges is explored.

Procedure.: Several, suggestions are made relating to new procedures
for selecting and training recruiters_ and further development of'
"active-rather than "passiVe'recruiting prograMs.

Conclusions: A formal and awinfoal model for interinstitutional
cooperation is presented.
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Collins, Charles C. The Induction Of Communit Colle e Ins rueters:
An_Internship Model. ED056684. Berkeley: California Uni-
versity, 1971.

Pu pose: To make subject-area specialists in _ talented instructors
in the community college itself.

Procedure: _It is designed to serve five clienteles:. new and
inexperienced faculty,experienced faculty, classified staff,
adjunct faculty, -and administrators.

Conclusions: The Professional DeveloPment Facilitator (PDF) is the
most active agent in planning, implementing, and evaluating staff
development activities. The PDF holds a staff, not line, position
and reportsdirectly to the President while:serving ina tesource-.
relationship to the'entire college staff.

6-

MODELS - WORKING

Professional - In-Service Peda o ical

Lefforge, Orland S. In-Service Trainin As An Instrument For Chan e
ED055577. Gainesville: Florida University, institute 0
Higher Education, 1971.

Pur_:2ime: The objectives to be achieved are: 41) develop a climate
for educational innovation, (2) develop individual initiative in pro-
fessional growth, (3).coordinate training resources, _faculty efforts,
and college goals, and (4) increase accountabiliity in use of in-
serviCe training resources.

Procedure: This plan for improving community, college. --truction
uses an in-service kraining'program as a primary vehic e for change.

Conclusione: These objectives can be achieved only-if ther_ is
'agreement .on'using in-service training .funds for,programs with

.

measurible-OUtcomesinding, training with ultimateapplicability
to student learning, and supporting the instructor-in his eflarts
to seek self-betterment-through in-service training. Ail iMple-
mentation, model based on both program and instructor evaluation is
put forth.

Kelly, M. Frances. Professional Develo ment Pro ect for Two-Year
Technical ED029133. Buffalo:

State University of New York, Department of Higher Education,
1968.
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Purpose: aTo develop a model designed to expose the new community
college faculty member to the eseential components of community
college teaching.

Procedure: (1) to aid an ip ividual to be awareiof himself as a
teacher and as a participant in the 2-year college environment'as
well as in the larger commun (2) to identify the various roles
_of faculty members, and (1) o ease the transitionof the individual..
from his- former werk role to Ole role .of the faculty member in a
community college The content of the.model waa developed around
these three general areas of Concern, and was generated by utilizing
both recently empleyed 2-year\faculty and veteran faculty as con-
Sultants.

Conclusionalt,is characteristic of this model that while the
, content is structured. and Was,identified by consensus, the technique
.-by which content is tobe presented is .left to the discretion of the
individual leader.

Pro fessiona e-Service

RESE CH 7 NEEDS

Cohen, Edward. Facult for Teach Pro-osed New
Graduate Centers for the Systematic Pre'aration of Communit-
Colle e Teachers ED038133. 1970.

Pur ose: This study has threemajor purposes: (1) to design the
educational -specifications for a program to train,junior college,
instructors; (2) .to outline the academic requirements for:such a
program; and (3) to suggest the establishment 'of centers where this
type of program could be,carried-out.

ProCedure: The.proposed graduate centers would provide leadership
for the entire junior college movement:and would encourage a spirit
of experimentation.in both the organizational and operational aspects
of the movement.,-

COnclusions: The author discussed in-service and pre-service programs
for inatructors at the centers1 special.problems related to staffing
Ihe,programs for careet'and occupational students; and the Variety:

,of servites that could be offered to.community colleges by the
centers.

Pass, George Byron. Implications of the Rols_of _the Junior Colle e
Teacher For Pro rams of_Pre-Service and n-Service EducatIon
ED029265. Alabama: Alabama University, 1968.
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\

Purpoee: This atudy inve'stigated the role of junior college teachers.
and sought implications for programs-of pdservice and inservice
education.

Procedure: Data came from a literature review and from seven aca-
demic deans and 91 teachers in seven Alabama public junior colleges.

Conclusions: These wire'among the cenclusions reached: -(1) since
faculty are- involved in planning and implementing juniOr college
'prOgrams, preserVice and inservice education should be geared to .

prepare :them for this vital function; (2) preservice and inService
education should spress the nature of a junior college and the.rami-ficatione of the open-door'admission policy; (3)-consultants, con-
-ferences, workshops,: interechool visitations, institutional research
activities, and possibly coMmunity involvement, Should be used.

Jeneen, Mary F.
Innovations
Orientation

The Pre'aratioriOf Faciilt
In Curriculum And Instruc ion:
And'in-Service Education Pro

For The lementation
Fo,uidelines

rams. ED0312,21. 1969:-

Purpose: :Growth of colleges, varying faculty experience, and programand:student body diversity haVeiaccentuated thp need for sound faculty
orientation and in-service prograMs, especially where innOVation,
development and use of new instructional media.are strpssed.

Procedure: Interviewed 11 faculty members at three colleges.

Conclusions:- Thaauthor.has prepared 23 guidelines, for -Thgle orcombined use.

Aviartin, Delbert William. Elements in the Preparation:of Community
Colle e Instructors in Co orado. ,ED089296. Colorado: Colorado .

State University, 1973.

PurpeA!: The primary purpose of this study was to determine which ele-ments were most appropriate for inclusion in programs for the pro-
fessional preparation-Of community college teachers in Colorado, and
whichelpments_Weraunique to the .comMunity.collegeand could-not be

" effectively.treated in aore courses for:different levels of teacher
education.

PTocedure: .The population for this study was limited to. ull-time
Anitructors and division directors n each of the fifteen campuses
of the.twelve community colleges.

Conclusions: There were three major findings.: that three elements,
"historY and 'development of the community college," "philosophy and'
fUnctions of,the community college," and "implications of theopen--
door concept.' are unique to-the two-year college and should.be
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treated in core c urses designed specificailly for community college'
instructors; that the remaining 32 elements identified in the stud},
were-not considered unique to the community college and could be/
et,fectively treated in core courses-_for different levels of teacher
education: and that 50 percent or more offall the respondents strongly
recommended.each of the '35 elements for inclusion in teacher prepara-
tion programs.

Professional - -n-Service echnical

Banter, S. T. Trade and Technical_Teacher'q 0-inions on _InService
Education.- ED016044.. PennsylVania: Pennsylvania State Uni-
versity, UniVersity Park, College of Education, 1964.

?urpo: Three hypotheses concerning the in-service education activi-
I

tieS of technical and industrial teachers'and supervisors in pto-
,,fessional and subject matter areaswere tested--(l):technical and

-industrial teachers do participateAn_ lin-service education, (2)1 indi-
vidual experiences, and Characteristics; do not influence the tealier's
opinion of such education, and (3).teichers a:lid-supervisors believe
that more subject matter in-Service e ucation is necessary.

Procedure.: A list containing 22- pro,etsional in-service activities
and 22 subject_matter. activities was/checked by 91 administrators and
285 teachers as to their past participation and-willingnmii to

i participate.

Conclusiens: Some conclusions were--(1) teachers participated in as
much professional as subject matte in-service education, and (2),
experience and preparation had more effect On their preferences in
professional in-service education than in subject matter in-service
education. fhe recommendations w-re-(1) in-service-education
activities in both professional a A subject matter categories shoulg=
be increased, (2) teachers shouljl be involved in chooting-, planning,
and executing theirA.nservice'education activities, and (3) planning
of in-service, education should be cognizant of the personal ekperiences
of teachers and their effect on the program."J

ssional InaService_ Peda

-Schultz, Raymond E. Low TurnOver Creates Staff Development Problems.-
P070208. 1973.

Purpose: Because there are !few opportunities' for community college
teachers to move to other inistitutions ns a'result.of stabilized
enrollments efforts must be made to maintain their professional
vitality.
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Pass, Gedrge Byron. iiMplications of the Role of the ;junior 'College
Teacher for Pro rams of Pre-Service and'In-Service Education.
ED029265 Alabama: Alabama University, 1968.

a

Purpose: :Phis study investigated the role of junior college teachers-
and sought-implications for programs of preservice and in-service'
education.

Procedure: Data came fro_ a-literature review and from seven aca-
.

demic deant and 91 teachers in SeVenAlahama public junior colleges.

Conclusions: These were among the,copclusiont reached: (1) since
faculty are involved in planning and implementing junior-coilege
programs, pre-service and in-service education should be geared-to,
prepare them for 'this vital function; (2) pre-service and in-service
education should stress.the nature of a junior college and the
ramifications of the open-door admission policy; (4) consultants,
conferences, workshops interschool visitations, institutional reseaxch
actiVities, and possibly cc:immunity involvement, should be used.

Jensen, Mary E. The Pre aration of Facult for the implementation
of Innovations in Curriculum and instruc ion: Guidelines for
Orientation and In-Service Education PrcIRET2E. ED031221. 1969.

EJ.p_c2R- Growth of colleges, varying faculty experience, and program
_

and student body diversity-have accentuated the need for sound faculty
orientation and in-service prograMS, especially where innovation,
development, and use of new instriittionap-media are stressed.

Procedure: Interviewed 11 faculty members at three colleges.

-Conclusions: The author has prepared 23 gUidelines, for single or
combined ute.

Chronister, Jay L. In-Servxce Trainin For Two-Year Colleke Faculti
and Staff: The Role of the Graduate Institutions. ED044093.
Charlottesville: Virginia University, School of Education,
1970.

13urposp: To-zsdeas the adeguacy, as well as availabilitY,
service, praessional development aCtivities for staffs Of 2-year

:/ institutions.

Procedur_e: The American Assobiation of Junior Colleges undertook a
survey of 228 junior bollege:adminietrators.

Conclusions: The results indibated that there was a critical need
foe in-service programs at or near the 2-year inetitutions. Graduate
institutions must cooperate Vith the 2-year institutions in planning

401
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such programs. Approaches to provide these programs must
dei.feloped, evaluated, and implemented. The programs should carry
some kind of graduate'recognition which will be applicable to an
advanced degree.-

Haskew, Laurence D. 'Education:P
ED099090. Virginia, 1974.

essors As Intermediar'es

'Kurp_Res: The,central issue, discussed in this-papet is
heed for specialized in-service and, Pre-service gradua
for community college instructors.

he pressing
training

Procedure: It is propo ed that the,large majority of successful in-
service.and pre-service self development programs now in existence

.

in comprehensive universities are not due to'the foresight or leader7ship Of a Graduate School Of Education or Graduate Division, but in
actuality are the result co'f the efforts of individual professors of
higher edUcation who are corrunity college specialists.

Conclusions: Political :guidelines for generating interest and
-Support among graduate departments and divisions for the initiationof SUch_programs within the political and bureauc atic framework of
the univerSityare presented.

RESEARCIL- CURRENT PRACTICES

Professional - Pre-Service

Defore, Jesse J. Technolosy EduFation Com ents. EJ071279. 1972.

. Purpose:. Describes a graduate program for,teacher preparation with. emphasis placed on advanced study of
a .teaching specialty' and study

of the inétitutions and proceases of technical education.'

Smith, Richard R. A Pro
of Hi:her Education

am Des
n Su o-

The Coo
t of a Master

tutes
Arts Program in

_Cal:malty Colle e Education. ED089827. 1974.

Eurpofe: 'This paper'indicates a need for preparation prOgrams for -o-year college instructors and cites*articies from "The Chronicle of
Higher Eck:cation" concerning this topic.

Procedur_ Surveys by Prihoda and Smolich are cited which evaluate-
existing p,A5grams for the preparation of two-year college teachers.

Conclusions: Future directions of the preparatory program and
advi.Jory council Toles are discussed.
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California Universit.
ED081411. Los Angeles: California University, 1973..

Zurpos This.review,offers,an overview of:community and jupior
college teacher.preparation, emphasizing special ana different types
of programs that have been oPerated or proposed.

Procedure: The types Of programs discusSed-are pre-service teacher
education programs, in-serviee training and programS,,and-progtams
to prepare teachers to work with thedisadvantaged student.

-Conclusions: The bibliography for the review is comprised ofiDertinent
ERIC documen s (1966 to present),- books, and journal articles.

Na ional Advisory Council on Education Professions Development,
Washington, D.C. Peo le for the Pee le's C.211.211t_e_TiL-
Junior Colle e Staff Development orities for the 70's.
-ED066432. Washington, D.C.: Na ional Advisory Council on
Education Professions Development, 1971.

TL4r2op. Describes the special characteristics of the community
junior college, its students, and.its staff.

Procedure: Major current.efforts in pre-service and In-service
program planning,and recommended programs designed to meet the
various needs Of-staff are-outlined.

Conclusio_ Two recommendations provide alramewark for further
suggeStions in the areas of pre-service and in7service programs'.
These recommendations suggest Chat piiority be given to the develop-,,'
menr of creative and well designed pre-service and in-service pro-
gramaand Chat.in these programs, priority shoUld be given to staff
development which helps serverhe special needs of socioeconomically

.

and educationally disadvantaged audents.-

Ellerbropk, W. L. ,yra-_-_Service.and In-9ervice
Collego Teaehers.,'11. 1968.

Trainin- Junior

PurPese: Thia document combines two paper6--one on pre-eery ce, one
onin-SsrvicO.training of junior college teachers.

procedure: Of the 20 state-aupported.attrior colleges and universities
out of 22 queri0) that had graduate programs, 16 had.programa for.,
junior college telers..-On in-service training, a questionnaire to
the presidents of 30N-Rub1ic junior colleges brought 31 usable replies.

Conclusions: The prograMSNvaried greatly: none had courses in
adolescent psychology. Illany'llqadministration courses, some taught
both senior nnd junior collegeNCenching, two led to a master's
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degree in teaching, one provided post-master's work, one led to an
Ed.D.;vseveral gave'a master's in subject' matter, one, offered an
internship ($3150) in selected junior:colleges. Twenty-one said theyhad an in-service program;- 26'had a faculty handbook.

.

Martin-, Delbert William. :Elements in the Pre aration of Co -.unit
Colle-e Instructors in Colorado. ED089296. .Colorado: Colorado
'State University, 1973.

pulmoae: .The primary purpose of this study was to determine which,e e-
ments were most appropriate for inclusion in programs for the pro-
fessional preparation-of cOmmunity college teachers in Colorado and
which elements were unique tothe community college and could: not-be
effectively treated in core: coursea for different levels of teacher
education.

Procedure The population for this study was limited to full-time .

nstructors and division directors in each of the fifteen campuses
the twelve community colleges.

Conclusions: There were thrde major findings: That three elements,
"history and development of the community college," "philosophy and
functions of the community college," and "implications of the open-
door concept,"csre unique to the two-year college and ihould be
treated in core courses designed specifically for cotmunity college
instructors; that the remaining 32 elements identified in the study
were not considered unique to the community college and could be
effectively treated in core courses for different levels of teaCher
education; and that 50 percent or more of all che respondents strongly
recommended each of the 35 elements for'inclusion in teacher prepara-
tion programs.

Gutcher, G. Dale and Willis, George El:: A_alsx_eL2I_Ekst-80condary
Voeational-TechniCal Teachers in_Texas. ED062533. Texas:
Texai A'and KUniversity, College Station,dollege of Education.
1972.

Fur-ose: To determine the-educational background and needs of,voca-
tional teachers in Texas junior colleges, and to ascertain their
interest in further professional development.'

Procedure: 'A statewide survey was conducted by the newly-established
&fice of,TechniegrAssistance Programs at Texa- A and M University.

Conclusions: The responses indicate that the typical vocational edu-
cator in Texas juniOr/Colleges has at least a bachelor's degree and
5 years experience directly related to the area in which be teaches.
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Short-range goals and a long-range stateWide,plan are provided (-)'

improve educational opportunities for vocational teachers

American Association of Junior Colleges, Washington, D.C., Faculty
Development Project. In-Service Trainin for TWo-Year College
FacultandStaff.ASur_miorandCoromunitCollee
Administrators. ED034519. Washington, D.C.: American Asso-
ciation of Junior Colleges, Faculty Development Project, 1969.

EIT_RLI To discover what in-service and other job-related programs
now exist to encourage and help working teachers and to assess the
availability and adequacy of continuing professional training.

Procedure: President§ of AAJC member colleges were asked to describe
their own school's needs, and to compare them against-the known'
national supply.

Conclusidhs: For each course atea,:date are given on existing and'
planned inLservice training for- college faculty:and Staff. Eadj
section of the study has detailed and summary data on the national
results.

Ellef6rook, W. L. PreService and In-SerVice Training_of_Junior
. p2112m_TrEhers. ED026983. 1968.-

Purpose: This documentcombines two .papers--on_on pre-se vice one
on in-service training of junior college teachers.

Proceddre: Of the 20 state-supported senior colleges and universities
(out of. -22 queried) that had'graduate Programa, 16 had .progiams 'for

.

junior College teachers. On in-service training, a questionnaire to
the presidents of 395public junior colleges brought 31 usable reOlies.-

Conclusions: - The programs varied greatly: none had courses in
adolescent nsychology', Many had administration courses,.dome taught
both senior and junior_college teaching, two led to a master's degree
in teaching,r,one previded post-master's work, one led to an Ed.D.,
several gave, a master's in,dajecematter, one offered an internship
($3150) in pciected junier.colleges. rwenty-one aaid they had an
in-serviCe program; 26 lad a faculEy handbook.

/

P ofessiona -Service Administration

National Advisory Council On Educational Professions Development.

Pe---9119---1-9-E-LIT-Pe°1e.?sC°11e-e.C°nntirlior_ColleeStaff
RELTimisaL. Priorities for the 70's. ED066432. Washington,
D.C.: National-Advisory Council on Education Professions
-Development, 1971.
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Pu_pose: Describes rhe special characteristics of the community
junior college, its students, and its staff.

,

Procedure: Majer current efforts'in pre-service and in-service prd--
ram planning and recommended programs designed to meet the various

'needs of staff are Outlined.'

Conclusions: Two major recommendations provide a framework for
further suggestions in the areas of pre-service and in-service pro-
grams. These recommendations suggest that priority be given to the .

development of creative and well designed pre-service and in-service
programs and that in these programs, priority should be given to
staff-.development which helps serve the special needs of socio-
economically.and educationally disadvantaged,students.

'Quint, Louis. A Pro.osed Pro ram Of Su ervision of Instruction in
Public Junior_LgpllsgtE. ED014278. Sacrament-: American-
River Junior Colleges, Sacramento., California, 1965.

432.Pur ose: Analyzingfcurrent practices in supervision of instruction
and for developing a proposed program forsuch supervision.

'Procedure: Questionnaire responses from 37 junior colleges were
used as a basis.

Conclusions:, The findings, indicate a need,for.further'study in .(1)
the,rOle of division chairmen, (2). the method Of selecting faculty7
adminiStration,committees,' (3),in-servica education programs, and
(,1)/ methods of evaluation of instruction. In hiS proposed program
for 6Upervision of instruction, the-author gives attention to the
_rationale for.such a program, guidelines, board policy statements,
:organizational' charts, faculty-administration committees,', in-service
education, ofientation 'of new faculty, faculty'obseiVation and
research, technical aids to instruction:, classroom observation, and :evaluation of instruction.

Adjunct Facult Pre-Service

Bender, Lbuis W. and Breuder, Robert L. Part-Time Teachers 7 !'Step
_Children" of the Communit Celle e. EJ079209. 1973.

A surve co -unity colleges.

Conclusions: Fewsupport services were avaIla1e for part-time
facultyand appropriate plans for selecting, Orien ing, training,
servicing, and supervising- them had to be made.
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RESEARC COMPETENCIES

Professional_7 In-Sei ice _PeozaRiL4_1,

H. d Phillips. Steven R.. &Handbook for F.11Ly
Develo ment. Washington, D.C.: The Council for the Advancement
of Small Colleges, 1975.

Purpose: This handbook describes faculty development in the art and
craft of teicln.ng . The handbook.is deSigned to assist this approach
to the improvement-of teaching and learning 5y Presenting both
theoretical guidelines and practical suggestions for actually doing
faculty development.

Procedure: The first seCtion of the handbook presenrsa brief over-
view of faculty development. Sections on instructional-, organi- .-
zational, arrd personal development form the maj'A parts of the book%
Each of the sections contains separate chapters on such issues as
classroom..observation.and diagnosis, decision-making, and.helping -

skills/. A final section suggests a number of ways colleges can
develop and sustain their own faculty development programs.

Professions ervice Administration

Eads, Freeman D. Vocational-Technical Com onent,of.the Pre-Service
pariculum for CommunityLAdministrators. ED073323.
19-73.

pt_irks_sA; To.assess the opinions of chairmen of educational adminis7-
tration departments from.selected!;-year public and'privat insti-
totione of.higher education As tothe status of the vocational-.
teChnical:related component of their pre-service curriculum for
community-college-administrato s.

Procedurep .Survey involving sbme 45 depar
questionnaires Was conducted.

ent chaIrmen and utilizing

Conclusions: Findings revealed that: (1)'Departments of educational
administrations having such programs vary in size, program structure,
and the number of ,students served, (2) All of the departments include
some vocational-technical related task competencies in their pre-
service curriculum, however, (3) Although many departments offer'
.special courses,,general educational, administration courses still
form the basic framework, and (4) In regard to the 25 tasks identified,
there seems to be a disagreement between the findings of.this.study,,
and literature written on the subject. Persons surveyed were split
on the issue of its importance while the literature cites it as a
priority.
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AN ANNOTATED BIBLIOGRAPHY OF ERIC- Docym&rs
ON,STAFF DEVELOPMENT FOR POST75ECONDARY

V0CA7IONAL AND TECHNICAL PROGRAMS

ERIC CLEARINGHOUSE FOR JUNIOR COLLEGES
UNIVERSITY OF CALIFORNIA, LOS ANGELES .90024

96 Powell Library Building
JanuarY 1976

OVERVIEW OF FACULTY DEVELOPMENT

Cohen, Arthur M., Ed. "Toward a Professional Faculty." New Direc ions
-I2Ic2EEPLIILLS211.9$ 1 (1). San Francisco:. Jossey-Bass,
Spring 1973,($5.00).

This rtport foctimes on the professional status of the community
college fac lty as a collective whole by examining the factors which"
enhance or r d their professionalization. Topics include
administrator-faculty relationskips, faculty organizations, collect ve
bargaining, patterns of preparatioq alnd inservice training; methods
of selecting deans and presidents, and faculty participation in
decision-making. A review of additidnal. pertinent literature and a
bibliography are also provided.' Contributors include: Thelma
Altahuler, Terry O'Banion, Gene L. Schwilck, Warren B. Martin, Carol
Zion, Connie SuGtpn, Gregory L. Goodwin', Rai A. Howe,'Florence B.
Brewers.

Peteeson, Roland L. Review and S nthesis Researc
.Teachee Education Columbus : Ohio State Uniyersity, Center
rfor Vocational and Technical Education, 1973. 51 pp. ED 087
898.

The document reviews research reports, journal articles, abstracts,
and ogtier plibtications that are primarily researdhlefforts in voca-
tional teacher educatiod, with the hope that ar'eas of weakness and
potential forTuture.reseacch will be revealed; Thtee areas are
-focused upon:---(1) competencies and recruitment; (2) teacher
preparation programs:kor'vqqatIpal teachers, including preservice
and inservice prOgramsZand gadanee for prospective teachers; and..4

evaluation'of vocatUnal t-e-adher 6ducation programs. Each
section includes a brief summary, conclusions and implications
section and a final summary reemphasipes the key findings of the
whole review. Nine crudial areas'are identified which merit further
attention from,researchers interested in vocational teacher edu-
cation. A fourteen-page bibliography completes,the document.,

in Vocationa
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II. PRESERV- T FACULTY PREPARATION

Florence B. Community College. Teacher Pre-aration: Pas=
Present,_ Future.. Pnper presented at the American Association
tor Higher Education Conference, Chicago, Illinois, 1973.
12 pp. FD .071 661.

In the past, people who taught in community colleges had been pre-
pared in one of three ways: (1) a-degree andLeXperience in secondary
schaol; (2) master's degrees in typical academic programs; and (3) for
vocational.-tcx.hnical programs, experience iu a certain occupation and
a little training in pedagogy., Forms of teacher preparation today
arc roughly the same. Few community college teacher preparation pro-
grams offer an adequate core of planned experiences, and too little
--tention is paid to the litetature in post-secondary education,
Intepriships, particularly paid ones,in junior/community college
teaching, valuable training experiences have suffered from the cuL-
backs prevalent today. But, inservice programs:and other teacher
developmental programs are increasing. Ctedentialing is usually left
to either universities or State boards of education and is often
haphazard. The Master's remains the most common degree for community
college teaching personnel.- The Doctor of Arts in Teaching has
recently been introduced as an alternative to the ordinary doctorate
No radical change in teacher_preparation or credentialing is antici-
pated. But it is hoped that greater selectivity and consideration of
personality factors will mark future teacher preparation programs.
Teacher preparation courses willI3robably improve, due to more
literature on the subject. It hoped- teacher selection and
preparation may-someday emphasize development of the:whole person
as the best way to prepate good teachers.

.

Feirer, John:L. and Lindbeck, John R. _Develoirnent of Junior/Communit
:Cone. e Curricula for Future Teachers of industrial Education-.
4121a7AmiltRoEL. Unpublished- paper. 1970. .580 pp. ED 039 884.

". The current and projected shortageof qualified induserial edu-
-cation teachers,:threatens the oontinued: growth of technical :programs
In tbeeommuriTtY junior colleges. As A result, thie study- of,curient
teacher preparation programs in six dtates waej)egun. Ari analysi44of
catalogs of,all public junior and senior colkeges in California,
Florida, Illinois, Michigan, New York, ald Tekas riveals the,kind
ofeoursescurrently offeredthat might bu useful .in such-preparation
A survey of,current yesearcbafid\A the responses . to qUestionr;airee
by adminietratore counselors., department beads, and :transfer students
:reveals -the interface'between jdnior college programsend tilose at the
,senior'institutionb. Finally, a Work78tudy Conference of individuals
.with exPerience in this,field,fleveloped e Guideline Bulletin (see
appendix) thatAdiscusses the teacher shortage,problem, facilitation
of transfer, current and future institutional requirement,s and
problems,faceeby the transfer student. Concutrent14.4eveloped are

.

409'



385

two teacher preparation pr grams that emphasize the interface between
the junior college and the senior institution: (1) the Partnership
Program, designed for student who have already decided to become
industrial education teachers even before entering the junior college;
and (2) the Pyramid Program, designed for those who decide to teach
while in junior college or before entering a transfer institution. A
comprehensive bibliography is :included.

Feirer, John L. and Lindbeck, John R. pevelo ment of junioriCommunity
oll!_gL_Curricula for Future Teachers of _industrial Education.

Kalamazoo: Western Michigan University, 1971. 79 pp. ED 058 867.

This report discusses the third year effort of a federally funded
program to_study the development and implementation of a variety of
cooperative arrangements between junior colleges and senior institu-
tions regarding industrial teacher preparation. Three major activities
Were completed in the first two years of the program: (1) the study
_f present technical offerings in junior colleges in six selected
states; (2) a sUrvey of problems of articulation between junior
college& and senior institutions; and (3) a review of all research

.relating to technical programs in junior colleges and indUstrial
teacher preparation programs. The principal aims Of the third year
were: (I) survey 29 additional states not previously covered to
determine guideline bulletin value for giving industrial teacher 6du-
cation programs direction; (2) establish four to six pilot centers in
which guideline recommendations would be implemented; (3) develop a
luniorcollege eounselor handbook; (4) develop a model industrial
educhtion transfer guide for junior college students; (5) publicize a
guideline,bulleein titled, "Partners in Industrial Technical Teacher
Education"; and (6) stimulate interest in developing occupational
education master plans. Included as appendices are copies of the
"Handbook" and "Guide."

Hill .Charles R. and Tolle, D. J. MakinT Teacher Education Relevan
Collegeftive Missouri:

Eaint Louis Junior College District and Carbondale: Southern
Illinois University, 1971. 154 pp. ED 054 769.

This is a report and evaluation of a Ford FOundation-funded 5-
prolect to help prepare more effective teachers for-2-year post-

h.Ah schOoLoccupational programs.. It was coriducted jointly by the
Junior College District of St. Louis-St.Louis County,and Southern
Illinois University from July 1, 1966 toJune 30, 1971. The primaty
goal of the Ford'Project Community CollegeCOoperative Internship
Program for the preparation of teachers was to help increase the
sttnPly of more effective teachers and, tO help them gain a better
ierstanding of the comprehensive community college. ;Interns had

t iching responsibilities, took part in faculty andstaff meetings,
luterviewed junior college faculty and attended two seminars at the
university. The program was evaluated by administrators, faculty,
and students -as.a Very-effect-dye and worthwhile experience.
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Johnson, C. D. An InterrishpProgram for Technical Vocational
Teachers ini:Poat7Secondar Schools. Final Report. Texas:
University of Houston, College of Technology, 1973. 32 pp.
ED 080 7,55.

This report describes a project to develop an internship program
for prospective technical and vocational community college teachers
providing both requisite teaching skills and work experience through
actual classroom exposure, while allowing an on-the-job evaluation
of the prospective teachers. To develop the program, a pilot intern-
ship project-was conducted in the 1972-1973 school year 'by the Uni-
versitY.of- Houston and seven area community colleges./ Specific
requirethents ror a working internship program as well as the pilot
project structure are presented in the report. Program evaluation
was made by the participating Colleges and by the internship stddents.'
Both unanimously approved the program as va'.:uable to the prospective
teacher and to-the college in which the internship occurs. .Por the
intern the program provides ah opportunity to observe-an experienced
teacher and to apply classroom instructiOn models, While benefiting
the college by helping the college instructor. It was concluded that
an internship programshould be established as a regular part of the
Texas educational system. A second pilot project was recommended for

.

the,1973-1974 school year to Complete development of the internship:
program.

,Sugarfaan,. Michael N., and Others. Teaching_Technical_Education:
Model fbr the Prearation of Instructors for Post-Secondar
Technical EducatiOn-. 'Ohio: University of Akron, College o

-YEAucation, 1973. 198 pp. ED.085 502.

The book consists of ,two equal parta. Part I is twelve selected,
papers on teaching technical education prepared for Education Pro-
fessiens Development A.et (EPDA) Project 72042. Among topics covered
are disadvantaged college students, adult learning, behavioral
objectives, individualized instruction, curriculut development, brain-
storming, grading, evaluationi-and administration. The second part
presents'a moderdeveloped for the project which could be disseminated
to teacher training institutions and integrated into the State-wide
program of teacher education aS needed. The training model was.
divided into two Phases: first, an intensive three--veek course:of
study in 22 topic areas; second, two weekend follow-up'seMinars to
provide'assistance to new instructors, to/reinforce their skills,
and to obtain -feedback. Appendixes include an evaluation and documents
connected with the program.

III. INSERVICE FACULTY DEVELOPMENT

3easley, Gary and Smiley, James. Octu:ational Ex erience felt Vaca-
tional Education Teachers:_ A HandbOok for Teacher Educators.
Columbus: Ohio.State UniVersity, Center for Vocational and
Technical Education, 197lL 32 pp. ED 060 174.
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New avenues and arrangements must be found for improving the
occupational competency of teachers in order to meet the demand forskilled and recently-trained workers. Thus, this publication was
designed to help teacher educators develop cooperative programs with
industry so they may provide occupational experience programs for
present and prospective teachers. The compact nature of the review
and organization into guideline format should provide a ready reference
for the practitioner seeking to develop and improve occupational
experience programs for teachings in his college or university.
Special attention was directed toward a review of existing programs,
the development of guidelines for future program development, areas
of concern, and alternative approaches.

Individualize Instruction Throu h P.y24,12LIT2=e1,2alsaL, FinalEq(21. Sacramento, Calif : American River Junior College,
1972. 78 pp. ED 091 012.

The major objectives of this project were to assist selected voca-
onal educators to develop instructional materials based upon the

behavioral objectives of each course, to individualize instruction'
and develop resource materials to guide other educators. To accom-..
pliah these_objectives, four workshops were conducted for technical/
vocational educators. Summaries are provided of the participants'
evaluation of the workshops. General comments of the educators
indicated, an appreciation for the opportunity ,to learn about and
develop individualized instructional packages.' (Appendixes provide
the Planning Letter., Criteria for Selection of Participants, Lists of
Participants, Evaluation Questionnaires, and S'atistical Data.)

Roberts, Churchill L. and Becker, Samuel L. and Teach-
122ffectiveness--A uantitative Stud Nonverbal
Communication in Vocational Education Pr State of
Florida. Final Report. Pensacola: Un versity of West Florida,
1973. 200 pp. ED 096 708.

Communication
f Verbal and

o--ams in the

The vocational.education teacher was the focus of this study
designed to gain a better understanding of how communication relates
to teaching effectiveness in a vocational setting. Teaching effective-
ness was defined in terms of four criteria: supervisor evaluations of
teachers, Student evaluations of teachers, absentee rate, and drop
rate. The teachers who served as subjects for the study came from a
number of industrial education programs lbcated in:Florida secondary
schools, vocational-technical centers, and community colleges. Two
trained- observers spent two days with each teacher recording his
behavior-and the behavior of his students. Underscoring the iMPortance
of communication skills, this study showed that there were identifiable
differences in behavior among teachers categorized according to
supervisor and/or:student ratings. The "best!' teachers were very
dynamic, had superior delivery,;skills,.spent a great amount of-time

, in direct contact with.their students, and created a pleasant social-
emotiOnal environment through the use of positive reinforcement and

,
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banter. Seven recommendations were made for vocational education on
the basis of the findings in this study.

Sexton, Carl N. Inservice ork Ex e-ience Inte_rnship_pagram_for
Occupational Education Teachers. Final Report. Charleston:
Eastern Illinois Uliversity, Department of Health Education,
1974. 110 pp. ED 097 461.

Teachers of occupational education need to be continually updated
to be aware of the technical changes takingplace within occupations
in their area of specialization if they are to make occupational
training situations more like the real job. The objective of the
study is the development and implementation of a system of inservice
work experience for teachers. The unique characteristic of the
study was the releasing of teachers from regular teaching duties
for a minimum of 40 hours. Twelve .teachers, representing all occu-
pational areas, participated and individualized programs of personal
development were established with the cooperation of the teacher-
participants, academic advisors, and business/industrial personnel.
An overview of the problem, related-studies, procedures, and imple-
mentation are deal,t with in detail. A model for the development of
aminservice work experience program is described in the final
chapter. A five-page bibliography and 3.7page.appendix including
project materials, evaluation forms, and participant responses con-
clude the document.

Ward, William G. A±RevieW of Literature and Research on In-Serv re
Training for Teachers with Em hasis on Vocational and Technical
Teachers. Stillwater: Oklahoma.State Department of Vocational
and Technical Education, Division on Research Planning, and
Evaluation, 1972. 27 pp. ED 013 244.

The purpose of this paper was to review recent literature and
research on inservice literature and research on inservice training
for vocatipnal.aducation teachers and to draw from that synthesis,
elements influencing inservice training. Topics reviewed included:
(1) Historical Overview, (2) Theoretical Framework, (3) Redent Programs,
(4) Innovative Technique's, (5) Some Problems and Solutions, (6)
Planning, and,(7) EvaluationSystems.Some conclusions from the
review were:' (1) The entire_process of inservice educatien is not
routinizedw. (2) Teacher autonomy is a Major issue in inservice train-
ing; (3) Educators are relying moyg'on electronic equipment for
inservice,training,. (4) Planning And evaluation systems are inadequate,
and (5) The problems of who-decides what should be taught still faces

.

educators today. It was recommended that state7wide systems of
planning and.evaluation be developed and that the problem, who decides
what should be taught, be investigated.
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These ERIC docments arg available on microfiche (MF) or in hard
copy (paper copy) from the ERIC Document Reproduction Service, P.O.
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Entrance'Examinatitin board: 1963 (Education LB -2353/C69/
A39/No. 5.)
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COMMUNITY COLLEGE STAFF DEVELOPMENT:
AN ANNOTATED:BIBLIOGRAPHY UPDATED

John A. Tirrell*
January, 1976

'Alvir, Howard P. plaining_Inti_Inaervice Education. Dr. Howard P.
Alvir, 27 Nowood St6 Albany, N.Y., February, 1974), 75 pp.
ERIC Document 1/088861.

This booklet offers a reasonably complete how7to7do-it kit fOr
.planning inservice education sessions. It pinpoints specific planning
difficulties associated-with inservice programs, and suggeSts alter-
natives. The booklet is aimed at several different types of inservice
educators. Included is a set of transparencies for clarification of
model.

*Atwell, Charles A. and Sullins Robert S. ,"Cooperative Faculty
Developmene." Communit and Junior Colle.e Journal, 44
(November, 1.973), 2-

IdentifieS "the cooperative effort, on anequal partner basis,
be ween the community college And the graduate training Institution
as a commonly lacking element in faculty development. Reviews a model'
of successful cooperation between twO such indtitutions, New River
Community Co,11ege, in southwestern Virginia, and Virginia Polytechnic
Institute-and State University.

,*Barthlow, Robert L. "Don't OVerlook Classified Staf Community
and Junior Celle e Journal., 44 Novembe 1973), 34

Stresses need for ongoing staff .development pregram for adminis-
t ators and classified staff, suggesting rationales and werkshop topic_

*Beaudoin, Adrien P. "A State Plan for Staff Developmen
Colle e Fronti- 2 (Winter, 1974), 28-30.

Community

,Notes need for state leadership in "initiating and implementing
well-financed staff development programs." Working from the Florida
model, he suggests and diicusses three major considerations in creating
a statewide plan: ehe development oi enabling legislation, the
otganization of specific task forces to formulate general atate
requirements for staff development plans, and the establidhment of
a framework enabling each college to begin a program designed tomeet its particular:mission.

*Asterisked items are from Wallace. T. H., Commun C°14.EaSALAft:An AnnotatEdlibliagaatz, April, 1975.
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Bender, Louis W. "Community Colleges Should Adopt Competitive Free
Market initiatives." Communit-C.ew, 1 ( (February,
1973), 14-22.

Author argues, for community colleges to adopt some of the ink-
ing and methods of competitive capitalism.

-7
*.Bender, Louis W. and Hammons; James0. -"Adjunct Faculty': Forgotten

and Neglected.", EpEillEnl_t_y_21251 Junior Colle e Journal, 43
(October, 1972), 20-22.

Notes the significance and advantages of adjunct faculty to the
community-junior college and stresses their need for orientation and-
in-service education.

*Berbert. D. G. "UrbanDia
41 (May, 1971), 18-22.

Kansas City." J.unior Cellege Journal

Describes a one-week sensitivity-type semInar in Kansas City to
develop a greater awareness and empathic feeling in facultyMembers,
chiefly white, about the environments; attitudes; and social and

:economic problems of students from different racial, ethnic, and
-counter-culture minority groups .Details on activities and faculty
.response.

*Beasent, k; W. aneothers, Desi-ns for In-Service- Edue
. Texas: University of Texas Press, 1967, (ED 011 591)

Focuses on in-service education for instructional improveMent and
reviews three approaches the practitioner'may.use to reach-this:goal:
the laboratory approach', the classroom experience model,, and the
teaching demonstration model. Although the target audience of this
monograph is the public school administrator, many of its observations
may be applicable to planning community college in-service education,
programs..

Austin,

Bbaermen and Selden, David. "Instructional Technology and the Teach-
ing Profession." geAL,papti:.. American:Federation of leachers
Washington, D.C., No. 6. 14 pp.

The paper discusses three basic questions. 1) educational
objectives, 2) educational standards, and 3) status and structure cif
.the teaching profession. In conclusion, two plans are offered to
remedy the situation. They are improved certification and inservice
education.

Biddle, Bruce J. and Rossi, Peter H. The New Media-and Education -
Their imnact on Society. New Yoric: Doubleday and Go., inc.,
1967. 460 pp.

The book is-organized intO five parts. The first is an overview.
The second deals with the concept of an educational /medium and types
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a

-f media. The-third takes-up the problem of the adoption of media in
education. The fourth discusses media impacton education. The
fifth is concerned with-the impact of educational media and education

Western society.

*Bogart, Quentin, ed. Proceedin The Third Junior Collee Con-
-i1-15-16, zona S Tempe,

Arizona: Arizona State University Bureau of tduditional
Research and Services-. 1971. (ED 065 125)

Central conference concerns were the forecasting of instzuctionaL
needs, the tyPes of preservice training programs required to-meet
those needs, and the_selection Of desirable instructional competencies.
Win Kelley's pdper ("The-Competent Community-Junior CollegeTeacher")
defining competencies, skills, and,attitudes. for effective cOmmunity
eollegetea2hing'may be-as applicable in determining in-service needs
as it is in targeting preservice goals.

*Bushnell, David S. Oraniziran-e: New Priorities
.

C--mmu-
nity Colleges. New York: McGraw-Hill, 1973.

"By tapping the views of trustees, community leaders, faculty
members,-key administrators, and students; by assessing current popu-
lation and eConomic trends; and by drawing upon Other research efforts,

:"the authors" hoped to'identify. and analyze forces influencing the
future direction pf community and junior colleges." Discrepancies
between desired goals and present,reality are delineated and Strategies
for "systematically achieving greater harmony between goals.and current
practices".are suggested.

Chalecki, Richard B.
Research." Com unit- Colle e Frontiers, 2 (1) (Februa,ry,
1973), 36-37.

"Community College Teaching - A Plea for More

Author's concern is that there has been meager research on the
question of how we should go about achieving goals and that there/is
a need for much more research into the question of teaching methods
on the, community college level.

'*Chan, Betty: iranching Out: The Staff DeveloPment Program at Park-
. land College." 52TilalAy'CO11±ge Frontiers, 2 Winter, 1974),
21-25,

Describes a care ully structured -.staff deVelopment model that
originated in faculty interests and desires And is administered 'by
faculty. Reviews the inception of the program, its philobophy,
structure, content, and evaluation. Stresses instructional growth,
not deficiency; individual responsibility foi_staff development, not
administrative fiat; voluntary participation, program tlexibility,
and nonpunitive evaluation, instead of the opposite. Notes plans
to include part-time and classified staff in second year of operation.
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Ctwiez, Jose. Summar of Results: Staff Develo ment Surve-
Washington, D.-C.: American Association of Community and- Junior
Colleges,. 1973.

This .survey is a continuation 'of AACJC's at :empt, which began
with its survey :of community and junior college administrators in
1969, to determine the staff development- needs of community and,junior
colleges nationally. The present survey:sought up-to-date information
about the staffdevelopment needk of community and junior colleges,
about their current in-service programs, and about the role that. AACJC
should Play . in-providing fUrther assistance tO meet staff developm,ent
needs. Chiefly intended as an information-gathering effort, rather
than onethat would lead to an in-depth study. Results from 697
institutions.-

*Chronister, Jay L. n-service Tra1ningioLIT2EiLearCo
and Staff: The Role of the Graduate Institution. Charlottesville:
University of Virginia Press, 1970. (ED 044 093)

Briefly examines impor ant philosophical, curricular,.procedural,
resource, and instructional problems and considerations that must be
taken into account when the two-year college requires cooperation of
graduate institutions in in-service programs

Cohen, A. M. and Brewer, F. B. ConfronsinE,Jdentity - The Community'
n21.11..a!_laTLaL. Englewood Cliffs, N.J.: Prenticer-Hall,
1972, 257, pp.

/

The authors attempt to mention the characteristics which- a Commu-
,nity eollege professorshduld have.- Some of the,traits discussed are\
creativfty, flexibility,,and authoritarianism.

*Cohen, Arthur. "Towards a:Professional Faculty." New Directions
-C2grainia_CcIlltg!E, l'(Spring, 1973), 101-117.

Examines the current status of coMMunity college teaching:and sug-:
gests further professionalization, not along traditional departmental
lines, but around the discipline of instruction.

.Cohen,Arthur M. "Evaluation of Fadulty.. Community.Ool e e_Review,
2 (2) (Summer, 1974), 12-21.

Article focuses on value of'some type of faculty evaluation scheme
and discusses some guidelines for creating such a scheme'.

*C lman, Clyde Herbert-._ "Organization and Administration of an In-
Service Program for Public Junior Colleges." Doctoral dissertat on,
University of Nebraska, 1968. 'Ann Arbor: University Microfilms
(Order No. 69-96 19).

This research aimed to identify a number of common criteria and
procedures utilized by selected public junior colleges for organizption
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and administration of in7.5ervice training programsfor teachers.
Includes a pilot study of eight.junior colleges in Kansas, Nebraska,
and lowa and a\national surVey of public junior colleges. Discovered
inadequate programs, poor fUnding, and weak support; made reeommenda-
tions for overcoming-these problems. --

rf"Community College FacUlty Development." A brief prepared,for fhe
AACJC 1973 Assembly, "New'Staff for New gtudents," November 29-
December 1, 1973. Mimeographed. .Los Angeles: 'ERIC Clearibt---,
house for Junior Collages, 1973.

An annotated-bibliography compiled for .the 1973 AACJC 1973
Assembly on Staff Development. Covers selected items related to
teacher preparatien pregrams and preservice and in-service/education.
Emphasizes special and different types of programs that .have been
proposed or are in'preparation. 'Can be,used as a supplement to the
,vesent bibliography.

*Co -ors State College. 'Pro -am to Train Instructors of Ten Junior
Colle-_es_in Ozark Economic Develo_ment_Region. Warner, Oklahoma,
972. (ED 069 616)

.

Re ews an in-service program to train ins ructors in program
objective and educational needs. Notes on participant_ activities,
and evalua -n

*Cray, John E. "How Do You Feel Abou In-Service Education?" GcsismiA ,and Junior Co e-e Jouaal, 44 (November, 1973), 28-29.

Repert, on a tudy made in April-May 1973 in 13 public community
colleges in the state of Washington to assess the number of faculty
who participated in in-service training, the tYpes of ,training in,
which they were invo1ved and the- attitudes.(Of'those faculty members
tqward different types in-service programs.

Dalton,- Elizabeth L., and\Krajewski, Robe t J. "Toward Guided Self-
Improvement: An Indiyidual Progress Model for Teachers." Edu-
s!LtI2LIa1siej,12.sy, VQ1. xv (March, 1973), 58-60.

-This article 'gives a mod.,1

:
designed to assist teachers, improve

themselves. Beginning with.thkasslumption that teachers have to be
willing to do this, ithe authors\mention videotape, the Flanders Inter-
action Analysis System, and student evaluations as means toward
improvement. Two models are given's, in one of which the supervisor
acts in an advisory capacity, and ih, the:other of which the supervisoris used only if necessary.

Day Barbara D. and Jenkins, James.W. ',"North Carolina's K-3 S a
Developmen Program." sEducational Leadershi-, XXXII, 5\
(February, 975), 326-330.
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llorth Carolina educators provided an in-iservice staff development
program-which they considered very successful. Some leatures of .their
program are: a team-approach with emphasis on group process and
clarificatien session; the teams involved in practical experienee;
existence of teacher resource centers; availability of special resource
personnel, i.e. consultanls,- professors, to conduct workshops in cur-
riculum and other areas; experts addressing-faculty on topics of
interest,;-. daily staff meetings and evaluations; and on-going in .service
staff development workshops4

-
*Dean, Kenny S. "In-Service Workshop for- ComMunivY College Teache

Community College Frontiers, 2 inter, 1974), 26-274

.,. Discusses an attempt to improve instructional skills at.Paducah
Community College (Kentucky) through a two-week, voluntary in-serVice
seminar-workshoP in cooperation'with Murray State University. Des
cribes basic commitmenta of participants, the seminar-workshop format,
its components and results. Suggeats guidelines for continuous
sem nar-workshops at other institutions.

*DeNevi, D. "Retreading Teachers the Hard Way."
40.(Apr4l, 1970), 6-9.

or Colle-

Describes a summer institute (or community college teacheh- of
.

.the disadvantaged. The program sought to deelop a greater.sensitivity
in the participants to the educational and human needs of the dis-
advantaged by estabiishing-a one-to-one working relationship with youth
Lo.fthe inner. city.

DeVault, M. Vere. ,Teacher Centers in an,_ksjInIdaLtid the United
States. :A Series oi Case _tudies. Madison: Wisconsin University:.
(January, 1974), 132 pp (ED-093 856)

This do'cument contains three sections each of which provides an
Cverview of teacher-centers and several case studies of individual
centers in Japan, Britain, and the United States. Although teacher
centers tend to be diverse, there are some common functional problems
everywhere: how to encourage teachers to participate, bcw to remain
responsive to teachers while beingsupported by sources outside the
teacher group and how to staff the teacher center,.

*Devore, Paul W. Variables. Affectin Chan in In-Service Education.
FA9plIkepeq. Morgantowi West Virginia University .1971.,
(E0 070 764)

Attempts to identify variables affecting change througl,t in-service
educat on. Discussion-centerS on elementary and secondary education,
but many observations pertain to the junior coilege situation.
Essentially-a review ofthe literature oVer a-twenty-year period.
Finds case studies on strategies of change and the change process in
bureaucratic structures-applleable and valuable In supplying sub-
tantive observationg that are tacAing in educnOonnl research.
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,Eachus, Herbert Todal. Tn Service Trainin of Teochera as Behavior
Modifiers_ - Review and Analnisi Washington, D.C.: Bureau of
Educational Personnel Development,(September, 1975), 101 pp.
'(ED.083 145)

The basic principles of,conditioning_are presented,Arld their
application for in-service training isAiscussed. Activities are
classified as positive or negative reinforcers which ate applied to
teaching goals, i.e. student achievements, self confidence, ond
esteem. -Precision,teaching and:contingency contracting are-PreSented
As teaching systems that use behavioral principles. .

Edelfelt, Roy A. and Johnson. Margo, eds. R211_11,1ILIp.ryice
Education. -ashington: D.C.: National EdueatiOe Association,
1975, 93 pp

This pamphlet con ains severaleseaysArawa originally from a
Workshop on Reconceptualizing Inservice Education, Atlanta, 1975:
After an.introduction in Which major topics are br efly outlined,
the Tollowing'esasys axe ineluded:

Roy A. Edelfelt and Gordon L- ce. "le-Service Education:-The State of the Ar "

Stanley H: Jeffers and Dolores McDaniels. "Building a Pre-
service-In-Service Teacher Education Continuum: Tiie WaShington'

- 1E:Ipetience."

E. Brooks Smith. "Imp emenL of In-Service Education:
Collaborative Effort.

,Gen0. Bottoms. "Responsibilities of Local. School Systems, State
Departmena'Of Ed4ation, Institution's of Higher Education,and
I!tofessionAl Orgabizations for In7SerVice Education.

Patricia A. Orrange and Mike Van Ryn. ."Agency Roles'a d
1/4spiettAibiIities in In-service Education,"

J. Alden Vanderpool. 'Relationships Between Certification
and.'InServfee',Education."

Wendell C. Alle "Continuing. Teacher Education: A Commentary.1.
.-Comments'on these workshops papers are giVen in .the eighth
chapter, Margo,Johnson,."Looking Back at Thinking Ahead: 87
Educators in-Session."

Recommendations far implementing continuing education and in-
service education prograMs are outlined in thp las-t section,
'RoY A. Edelfelt, "Next'Steps."
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*Facult Develo ent in a Time of Retrenchment. New Rochelle, N.Y.:
The Croup for Human Development in Higher Education, 1974.

\
.

A major 'work dealing with the effects on\staff development of.ohe
,

of the major trends of themid-1970's. Chief* oriented to the uni-
ve sity and fogr7year college situations, althOUgh some of its obser-
vations may be applicable to community colleges- Discusses the
increased need for faculty development due.to th effects of retrench-
ment, the kinds or 'retorm tequired, teacher tfaining, possible-in-
service programs,' tile role of experts and consultants, evalution,
nationaY resources, ana inteilectual mobility as opposed to faculty
mobility. Makes key strategy reZemmendations. '

*Faculty Develo ment
_

on the Program w
Washington, D.C.:
1970. (ED 052:7.73)

the Junior Co
th Develo

e e A Second Interim Re o-
Ting .Inst_i.tut-iOns of.t e Year 1969-1970.

C Program with Developing Institutions,

Describesand evaluates the second year's Work of the AAJC Program:
with Deeloping Institutions (thesecond year stressed faculty develop4
ment and instructional imprOvement). Details are given 6n the program
its history,-innovations,5and progress.

Feder co, Joseph J. A Staff Development Model'for Student Personnel
Services. Lehigh COUnty, C.C., Schnecksville, Pennsylvania,
17 pp. (ED 097 944),

A model for staff development which is relevant for student per-.
sonnel is presentid. Characteristics and processes of a viable growth
model are identified and discussed.

/

ifer, Fred and 11.ush, Donald E. Development_ of an Inservice Model
Based on Pro:ram Evaluation. Presented at American Educational
Research Association, Chj.cago, Illinois (April 15-19, 1974),
7 pp. (ED 088 871) 1

//

Many'inservlice programs are not designed for individual teacher
needs, so that many teachers are unable to relate to the puxpose of the ,

inservice. Th6authors put forth a medel based on the results flkm the
1(undel-McElhinney model.evaluation. /This report discussed with faculty
helps them to be aware ef the pupil/perception when examiniu curricular ,

'alternatives.

Flanders', Ned A. Interaction_Amlysie and Inservice_Training. 2'4

1972. (ED-088-854) L.

Interaction analysis,/a system or observingAnd codlng the verbal
interchange between A .teacher and his pupils .is Oieci'to study'spontaneous
teaching-behaVior,.and to help teachers MOdify'their,behavior. Other
factors ,included in modifying teacher behavior is clarificatio of the
participating teacher's self development goals, and collectiOn of other
evidence of 'hehavior change.



*Fletchor, Leon. "Take to the R-ad Tea her
37 ber, 196t) 19-21.

Junior Coll Jou

DescrIbes a Nlonterey Peninsula College Faculty Travel Seminar
funded by the Pord Foundation co gather information on coordinated
prcoccupational programs and.to observe distinctive instructional
programs functioning "in the flesh." Discusses design, partioipants,
program observations, and benefits.

ff_ Jerry,: "Coping with Change: Faculty Development and Academie
Excellence ure Talk: Edueatin-_ for the '80's.. No. 10
(Spring, 1

The author-reviews the need for faculty development, particularly
now that the-steady state has made it difficult if not imposaible to
add new faculty,members to institutions. Hence, new ideas, renewal,'
and critical self-examination will have to be furnished by institutions
in a much more direet way than mayllave been the case before. The
article includes a description of the Center for Professional Develop-
ment, the Califernia State University and Colleges, and of projects
for faculty development ongoing on several California campuses. Also
included in this issue are comments ont the same subject by David E..
Whit,c6Mb and by'Dapiel Sedey.

*Garrjon, Roger. Junior Collee Facult Issues and Problems.
Washington, D:C.. American Association o, Junior Colleges, 1967.

Section reviewing faculty attitudes on the subje of "Professional
Refreshment and Upgrading"-(pp. 38-46) relates to staff development.

Garrison, Rog- "1969 Seminar for Great Teachers: Preliminary Report
, on a National Expe itheut." Junior Colle e Journal, 40 (NoveMber,
1969), 7-9.

Reports on participants program,.aims, and,results of the first
AAJC National Seminar for Great Teachers, a model for later regionalan& loca] seminars.

Garrison, Roger H. "A Mini-Manual on In-Service. .,2_12aLLx1121
Junior Colle e Journal, XLV (June-July, 1975), 18-20.

The author gives recommendatidns on faculty development. Beginning
negatively, he asserts that the one-shot affair simply will not do.
He makes "positive suggestions": .faculty as well as ,students need to

thange is inevitablei and all programs need to be "faculty-
originated." He describes the function of "an in-service coordinator,"
and also ways-of using a consultant. Administration commitment and the
need for long-range planning are both stressed.
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illey, J. W. and Tollefson T. A. Products and Productivity: A
EertTaective on Learning. Durham, N:C.: National. Laboratory
for Higher Education, 19/ (ED 069 268)

RTorts on an in-service education program to train tors
in theIStems" approach to instruction at Wytheville Community

*Glea or, Edmund J., Jr. "Beyond the Open Doo the Open
Community and Junior College Journal, 45 (Augiist-Septem
1974), 6-12.

_motes a cone ept of the community cc 11 egc with more "emphasis
on 'community' than 'college.'" Stresses the full import of the claim

the two-year in6.titution should he .devoted to "community-based,
performance-oriented postsecondary education." Views staff develop-
ment.permanently important in preparing staff to meet the new
demands of a true community-based institution. It sets the establish-
ment'of "a delivery vehicle for meeting the staff/institutional
development demands in our field which is capable of operating without
third-party financing by the end of the decade" as one of the major
objectives of the community college movement.

*Cleazer, Edmund J., Jr. "Faculty Development Projec
Colle e Jciurna 38 (April, 1968). 7.

' Junior

Outirnes the AAJC's rapidly expanding Faculty Development Project
_nitiated in early 1968 following the passage of the Education Pro-
fessions Development Act and the receipt of a significant grant from
the Carnegie Corporation.

*Coodrich, Andrew' L. "The Now Faculty and the New Student. Juni-
21,17ELe_Ipyrnal, 41 (May,.1971); 26-29.

Approaches the problem of meeting the needs of the "new students,"
especially ones from ethnic and racial minorities, through training
faculty to a working aWarenessand new respect for different-educational
and cultural backgrounds. Lists problems and concerns, discusses
minority.awareness workshops sponsereciby AACJC, and outlines the
nature and value of inreach and outreach programs.

Gustafson, Kent L. "Improving Instructional Development: Faculty ,as
Leaders." Educational Techpology, XV (May, 1975), 34-40.

The author discusses the problem of faculty development, beginning
with the assertion that many of these programs fail. Blamed for the
failure is the assumption that faculty learning is somehow different
from student learning, and that while a great deal of attention is
devoted to the latter, very little heed is paid to the former. The
bulk of the article is composed of specific suggestions to improve
Jaculty development programs. Seven components are given for such a
program, including "organized, sequenced Subject matter"; furnishing.
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"guidinv, inf rmattoet giving "menningful context" capturing and
maintaining attention"; providing opportunity foy "aotlye practice
allowing for "feedback" to both the faCulty. learner and t lie instruct r-
developei.

*Hammons, Fames 0.. ed. Proceedings: The Conference on Questions and
Issues in Planning ComMTinity C:ollege Staff Development Programs.
duly 1-3, 1974. University Park, Pennsylvania: The Center for
th Stndy of Higher Edncaifon. The Pennsylvania Stare University,
1975.

Ccn.ents include important practical observations by Waltor
Hunter on "Determining Staff Development Needs": James O. Hammons
and Terry H. Wallace on "Questions and Issues in Planning Staff
_evelopment Programs"; William Toombs on "Techniques for Evaluating
Staff DeveloOment Programs"; and Harlan Douglas on "The Use of Con-
sultants." Descriptions of success staff development programs at
Burlington County College ( Central Piedmont Community College
(NC) , and Lake. City Community Co il eco (Fin.) are included among wiih
the results of simindaticm exercises in designing staff development
programs.

*Hammons, James
ment." Co

aud Wallace, Terry H. "Planning for Staff Develop-
IntLy. Colleoe Front 3 (Spring, 1974), 38-43.

Raises s me major praertical questions and issues which should
he considered by personnel responsible for staff development prior to
initiating fatulty in-service programs. The questions and issues
addressed include responsibility for planning, identification of
staff development needs, staff participation, program flexibility,
scheduling, instructional techniques,.-funding and support.

*Hardner, R. J. and Pratton, D. L. "Curriculum Reform Through
Behavioral, Objectives: Report of an In-Service Project at
Columbia Bagin College." JUnicir Collc.ge_dournal 41 (October,
1970), 12-16.

Describes the goals, methodology, results, and recommendations of
the in-service program of Columbia Basin Community College, a program
which aimed to reform the college's curriculum through the imple-
mentation of behavioral objectiveS.-

Hodges, Lee and Hodges, Riley. "Schools of Education and Inservice
Training of Teachers." Educational Tech2121, XV (March,
1975), 60-61.-

This article furnishes a v ry brief outline of what schools of
education might be doing in the future, considering that the need to
train teachers appears t- be less great than in previous years.'
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*Hod,kinson, Hnro L. "Adult Development. Implications for Faculty
and Administrators." Education11 Record 55 (Fall, 1974),-
263-274.

Attempts t- ,pply recent thinking on adult developmental patterns
to faculty and administrators. IMportant considerations for under-
standing and motivating faculty and administrative response to, and
participation in, staff development programs.

The Home and School Institute (May, 1974), p. 165. (ED 086 643)

The Home and School Institute has developed 3 plans to train
teachers and administrators to work better than parents and the
community. Basic goals:

a. Improve skills and attitudes in working with parents and
the community.

b. Provide parent reinforcement of children's learning.
c. Build better school-community relationship.
d. Design and disseminate tested materials that can be used

in other schools.

Homemaker Service at the Children's Aid Society une, 1974), 101.
(ED 085 538)

Director of Homemaker Service at the Children's Aid Society tells
the process by which paraprofessional homemakers are trained through
on the job training and continuing supervision by professional staff.

*Hunter, Jairy C. "Another Approach to Staff Development: Employees
Can Be Students, Too, With In-Service Training." D2i14_12,4
UrliLTIlly Business, 56 (February, 1974), 35. (EJ 091 410)

Briefly reports on Appalachian State University's model in-
service training program for classilied staff designed to improve
staff morale; human relations, and job efficiency at all levels.
The origin of the_program, its rationale, coordination,-and curriculum
are discussed.

The Im.rovement of Ins ruction In Deve Junior Colle
197 ), 10 ED 071 658)

372

The paper described effor s to improve instruction through.a
cooperative project with faculty of 6. Peabody'College. Intended
be useful to other developing colleges.

The Induction of Communi _arch 19-72).
(ED 056 684)

How to handle thousands of new students expected to flood community
colleges? More master teachers are needed. The place to get these
people is in the _community college itself by putting students into
teaching positions with teacher guidance,
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InThiervice Training for Administrators,

Developing Community College (April, 1973)

Iowa Lure C. College conducts a training program to help partici-
_ have total understanding of a college community. It also

presents new teac ing methods, technology, and media.

ty 1 Students _of a
LD 070 7-61 P113)

*In-Servicc Training for Adniintsc rators, Faculty,_ and 8_tudents of a
Developipg,Communiv College Director_'s Evajuation.
Estherville: Iowa- Lakes Community College, 1971. (ED 070 761)

Reports on an in-srrviee program for administra ors, faculty,
and stadents which stressed innovations Jn teaching methods and a
study of technical media.

*11-.Corvice TrainiAg for Two-Year copcIALI_E,19tli_t_y_laclLlry2a
of Junior and_ Community _Cojlege Administrators. Washington,
D.C:: American Association of Junior Colleges, 1969. (ED 034 519)

Constitutes the first major national AAJC survey that provided
information on continuing or refresher studies related to the work of
current faculty and staff at American community.colleges. Delineated
major areas of training demands, reviewed the supply of available
training to meet those demands, and exposed significant deficienciesin the in-service training supply picture.

*Instriictional DeA?2122.1DILLLIzEgja=aq_aEL. Palatine, Illinois:
4illiam Rainey Harper College, 1973. (ED 089 653)

Describes theInstructional Development Project at William Rainey
Harper College from 1970 to 1973, noting objectives, participants,
cost, results, and recommendations.

*Kastner, Harold H. "A Systems-Wide Approach." _CREILyrILTILaialL
C2119urna1, 44 (November, 1973), 14-15.

Review of the model Florida Staff and Program Development effort(which allocated 3 percent of the state's community college appro
priation to staff development) after six years of operation. Makes
state Level recommendations about its mechanics.

*Kilpatrick, Gordon. Inservice Educa-t_ion.with Recommenda ions Concern-
ing_isim-lementation in American uni9,L_C_911Ata_ei. .E1 Camino,
Calif.: El Camino Colleg 1967. ED 020 721)

Categorizes in-service education by goals; examines various
techniques to meet those goals; and discusses barriers to, nnd
supplies recommendations for, establishing a program of in-serviceeducation. Suggests a change in focus for in-service education, fromthe elimination of preservice deficiencies to growth problems facingfaculty on the job.
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*Koile, Earl A., and Gallessich, June. "A New Edge on Education: The
Dallas. Human Relations Lab." Junior College Journal, 41 (March,

. .

1971), .31-37.

Describes in detail the experier-, of El Centro Community Col
in the Dallas Community-Junior ,:ollege district with human relatio
laboratories. Discusses the design of the program, its content,-
results, and evaluation.

La Favor, Herold D: "In-Service Training and Prof_ ,ional Development
Via a Teacher Centre." Catatys.t for _Change, 1II, 2 (Winter,
1974), 7-10.

Describes center for the professional growth and development of
the Vancouver, B.C. school system teaching and administrative staff.
Center was created ot of an abandoned school anex.

Lavin, Richard (L. and Schuttenberg, Ernest M. An Innova ion Approach
to public S_chool, Staff Development. A Collaborative Mode.
Washington, D.C.: Office of Education (June,- 1972),

Describes plannins and implementation of Staff Development Pro-
gram for teachers and administrators in Merrimack sChool system.
Information concerning program development include background of pro-
gram, needs assessment, collaboration with local colleges, evaluation
model, and future program directions.

.*Lefforge, 0. S. InServiceTrainingasan Instrument for_Chan e.
Gainesville: University of Florida Institute of Higher Education,
1971. (ED 055 577)

Presents a plan for community college instructional improvement
utilizing in-service education as the instrument of change. Stresses
the need to evaluate the results of in-service education in increasing
student learning against the input into the. program. A.major .con-
tribution of the work,is its list Of' performanCe objectives for in-,

service-programs.

Martin, Warren Bryan. "Faculty Development-end Human Development.
Liberal Education, XLI (May, 1975), 187-196.

The article stresses three faults of many faculty develop,ent pro-
grams: they are lacking in theory, they arenot comprehensive, and k

"they do not show a deep intention." Administration condenscension
is criticized. Considerable professional help is,needed, t make
faculty aware of more about the teaching. process and responsibility.
Similarly, faculty need to know more about management and fiscal
problems of their institution. Faculty should be used to re-examine
goals and objectives of their institution. The yeal emphasis should
lie on "faculty renewal."
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*Martorana, S. V. and others. "Toward Improving the Learning Process .
uommunitv and Juniot College Jounal, 44 (August, 1973), 56-57,_ _

Describes a statewide model for improving inst met ion developed
by New York with EPDA assistance. Promoting increased opportunities
tor two-year college faculty in-service education is an integral
part of the program.,,

Massey, Donald, and Chamberlin, Charles. An_Inservice Program Com-
bining Mass Media_and interpersonal 9ommunication. National
Council for Social Studies, November. 1975. (ED 090 090)

the authors discuss the development and implementation of an
inservice program which was to assist teachors is Using the 1104
Canadian study guide. la order to make effective use of the mass
media, a sries of video tape with matched series of printed materials
for each unit was used. After each showing, the tapes were discussea
under the direction of a :lead teacher. This fostered interpersonal
coMmunication which was vital to the teacher adoption of the materials.
The objectives, components, program guide, and

. planning were all out-
lined in the program description. The four step :sequence of the
operation were: pre-broadcast activities, discussions, viewing,
and follow-up. Evaluation was a pre and post test on the videotaped
contents, staff interviews, and an opinionnaire administered by the
lead teachers. Included are recommendations to improve the results
of the program.,

*"Microteaching: In-Service Training for Adult Educators." Adult
--Leadershi , 22 (November, 1973), 179-181. (E..7.085629)

.Describes a,teaCher training and An-service education technique
for providing a-series of structured, critiqued training sessions in
a short period of time. Outlines its utilization and evaluation at
asecondar:Y.school adult education staff development conference in
Massachusetts. :Applicable to community college staff development
efforts.

*Miller; Bab W. "Graduate,Career Development Center for Commun _y
College Personnel." Audiovisual Instruction,' 19 ( anuary
1974), 21.

Briefly describes a programdevelopedby the Tarrant County Junior
College Districtand the Dallas:Community College District for their
staffs, whereby Personnel can receive graduate training from any one
of seven universities with minimal time spent in residence.

-/

Mohan, Madan, and Hull, Ronald E. "A Model for Inservice Education
of Teachers." fiims:4112DA_Itna(21m& xv (February, 1975),
41-44.
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ContributeS Model of inservice teacher training, consisting
of four stages: planning, implementing, evaluation, and follow-up.
Instructions are quite specific and diagram's illustrating the
authors model are-included: what constitutes goal analysis,
"instructional sequence," and "implementation."

*Nelson, James H. "Collective
Development." Community and, Junior Coll
(October, 1972), 27.

Bargaining: An Instrument for Staff
ne ournal 43

Calls attention to collectivj bargaining as a potential signifi-
cant instrument for staff development. Advocates a shift in agree7
ments from activities which are supposed to result in professional
growth co behavioral changes or competencics acceptable as evidence
of such growth.

*Norell, Kathleen. "A 'Total Effect' Workshop: Resources and
- Results." 2_11!_m_K,allsri, 35 (November, 1973), 190-193.

Describes one faculty member's positive reactions to a Total
Effect Workshop stressing awareness cif the total environment in which
effective, real learning occurs. Suggests the value of matching a
.workshop's form to its content-, of learning by doing.

.

O'Banion. Teachers_for Tomorrow - Staff Develo-m_nt in the
Communit -.duniorcolle.ge. Tucson, Arizona: Universi'y of
Arizona Press-(1972).

This article summarizes the community college's needs, describes
the major efforts in Preservice and inservice training, and offers
recommendations designed to meet the various needs of staff in the
coming decade.

*O'Banlon, Terry. "Patterns of Staff Development.' New Directions
for CommuniLy_C911, 1 (Spring, 1973), 9-29.

Discusses criteria for improved pre ervice and in-service pro-
grams to assure the quality of community college instruction. The
university- and.the two-yeat college_ role in Amprovement, the .place
of teaching.degrees, federal and state support, and types of in-
service programs are discussed. In effect, a general summary,of
Teachers for Tomorrow.

*O'Banion, Terry. "Staff DeVelopment.for StudentDeVelopment."
-p2RE'Ll_aia_gntaq_ELatiLitKa,-2 (Wincer', 1974), 12-20.

.-Adaptecrfrom an address at The international institute on The
Community'College-at Sarniai3Ontario, June, 1973. Discusses
assumptions underlying the declared need for staff development4, the
inadequacy of present in-service programs, serious misconceptions
about and misuses'of staff development, and some "fragments of a
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conceptual model" for a staff renewal ) ogram, The latter articulates
important points for a philosophy of stall f development, balancing
individual and institutional needs, leadership, and financing. An
important supplement to Teachers for_Tomorrow.

*O'i3.inlon, Terry. "Teachers for TomOrrow: One Year Later." Gommu-
nl_tv and Junior Collgge ournal, 44 (November, 1973), 10-11.

Highlights important:staff development events that have followed
the publication of O'Banion's distingutshed study, Teachers for
Tomorrowj Staff Deverlopment Programs pl. the Commuhity-Jhnipr
Colleg_e. Reviews legisiaLive developments on the state and national
level, a focus on in-service education by old and new community
college journals, the growth of in-service programs on local campuses,
and now developmotts in the area of graduate preservice'and in-
service education.

People for the People's College: Community Junior College S aff
Develoyment (August, 1972). (ED 061 9

Reviews and evaluates federal programs relating to the training
and development of educational personnel. Report identifies personnel
needs of community-junior college. Major topica:

1) Uniqueness of these colleges reflected by their
democratic-humanitarian principles.

,2) Special students these colleges serve.
3) Need for More,staff - who are qualified competent and

dedicated.

4),Non-existent or inappropriat6 preservice and inservice
education programs for staff.

-5) Need for:increased funding for imaginative and effective
educational programs.

*Petty, Gary Frank. "A Practical 1.00k at Management Personnel
, Development." Communit5 and Junigi_0211e12_Journal, 45

(August-September, 1974), 1-6-18.

, Underlines need for a "systematic,:institution-wide effort to
foster individual growth 17or all managers as decision-making
practitioners at increasingly higher levels of responsibility."
Presents the rational and ohjectiveS and proposed a.systems -approach
for a community college management developitent program.,

Richardson, Richard C., Jr. "Staff Development: A Conceptual
Framework." Journal of Hi her Education, XLVI (May-June,
1975), 303-311.

In days of growth, higher education administra'tors could effegt
change by .growth, hence there was less need for programs- in staff
develoPment. "=-iince this is no longer possible, and since the author
believes that Afry few If any institutions have a "conceptual-frame-
work" for staff development, this article-addresses itself to
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establishment of such a frame -)rk. The author describes a six
process, with its component elements sequentially ond casually
related. The process begins with exposing staff members to new
theory and ideas. Tt continues with applying the now learning to
the job. As a resnit "analysis and revision of administrative and
governance structure" is possible, leading in turn to a reconsider-
ing and "establishing. geals and priorities for the institution."
That in turn leads to individual goal setting, culminating ln
"evaluation and feedback." All stages need careful. atentioi at
all.times, and despite their sequential relationship must also be
seen as existing simultaneously. Some staff development practices,
such as management by objectives, have failed because several
stages -ho author believes necessary have been omitted.

Ritz, William C. et al. How to Conduct a Workshop. New York:
Eastern Regional :Institute for Education, 210 pp. (ED 065 486)

After three years of exper_ence, the ERIC has produced a docu-
ment describing a rationale for workshops which pla.ce emphasis on
participant involvement:en planning, conducting, and evaluating
workshops ranging from 5 to 500. Sections deal with inservice
training', need for workshops, and description of the use of flot.-
charts.

Roge s, Ida Long. TI-

Junior _C21121!_5.
msroVeiflent

ED 071,658
Instruc ion_in evelouing

The Fred Hardemann College attempted to imp _ve instruction
through.a cooperative project with the faculty'of George Peabody
College for Teachers.' Funded. under Title III Iiigher Education Act,
the program consisted of sumther and extended study leaves, faculty

,attendance, consultation by,visiting. scholars and specialists, and
professional meetings. RecOmmendations from visiting speakers
emphasized education as opposed to.training, and a more active
.participation,by the learner.

The Role of the College Student Teaching Su ervisor in InservFe
Teacher Education ne, 1975), 1217; (ED 096 293)

Paper describes the traditional role the collegestudent teach-
ing 'superviser plays and the disadvantages it has.- Then the paper
goes on to describe the new role he should play. It sugge-sts,
rcutting the amount ef student-teacher conferences and increases
the amount of time devoted to inservice teacher education.

*Samlin, J. R. "In-Service Educ tion in American Yublic Junior
Colleges." Doctoral dissertation,'Illinois,State Universi
1967. Ann Arbor, Mich.: University Microfilms (Order No.
68-403).

Y,

Survey of 403 public co-munity colleges to determine scope of
in-service education effo Discovered serious deficiencies.
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*Schafer, M. I. The_Student Role of Teachers:_ _Facult.Development_.in.
Con1ity1leL Gainesville: University of Florida

Institute of,Higher Education, 1970. (ED 043 333)

Experts in the junior college in-service field suggest methods
for in-service faculty improvements and list significant harriers to
effective training.

*Schultz, Raymond E. "Low Turnover Creates StaffDevelopment
Problems." COmmunity Collegiem, 1(April, 1973), 22-2

Sees the stabilization of community college staffs, after a
decade of rapid expansion, changing the focus of staff development
from orienting new personnel to keeping staff professionally vital.
Presents guidelines for effective staff development and suggestions
for implementing activities inthe face of low turnover problems.

*Sch ilck, Gene I., and Martin, Warren Bryan. "Danforth's Community
College Institute." New Directions formui_l_l_ty_Colleges, 1
(Spring, 1973), 31-39.

Describes the model Danforth. Foundation Community College Insti-
tute designed to give college-representatives (faculty and adminis-
trators) time, resources, and-encouragement to solve a targeted campus,
problem. Notes-problems,faced by community colleges, the foundation's
response to these problems, its workshop procedures, the participants'
reports and plans fot action, the follow-up and evaluation, and
suggestions fo r. other institutes.

Sheffield, Edward F. "Approaches (mes,tly elsewhere) to the Improve-
ment of Higher Education." L_ripieiCeiles_e_and University

mu; 1 (Winter, 1973), 59,

Various research on Learning Centers in different pa
world are described and'briefly evaluated,

*Singer, Derek S. "Do We Need a CoMMunity College Institute?"
Junior Collt_IoHml, 39 (October, 1968), 36-40-

the

.Suggests the establishment of one or more graduate institu ions
fox the preparation of new, and the refreshment of veteran, community-
junior college instructors and administraters, toredress the lack of'
responSiveness of present colleges and,universities to the require-
ments of two-year. institutions.. Lists emphases for a .first-!rate
program, suggests subsidiary_ functions, and notes problems facing
such an institute;

*."Some Perspectives on Staff Development." CommunitY d Junior
Colle e Journal, 43 (October, .1972), 14-19.
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Composed of a number of thumbnail sketches of staff development
problems and pr_grams. Contents include: "E.P.O.A. at a Cpmmunity

lege," David M. Sims and Glen I. Younds; "Priorit es,for Training
Minority Staff," Howard Simmons; "Orienting Staft to College Goals,"
Virginia Keehan; "Training on the Multi-College District," R. Jay
LeCtoy; "Knowing the Student and the,College," Wallace F. Cohen;
"Training on a Junior College Campus," Peter E) Pelham; and "E.P.D.A.
at the University of Iowa," Duane D. Anderson.

Southeastern Education Lab. pAlnyat_o_Bette ,choo - An Inservice
Trainkrl Program, 3. Atlanta, Georgia: 1970) 95.
(ED 083 946)

This guide .contains materials which are designed to assist rural
school systems in assessing educational needs, in syStematically
planning strategies to develoP an inservice teacher program, and in
applying for7Title III funds. Included are,lnstructions for a
survey ar- an inventory of needs, suggestion4 for allocation of

,

resources according-to needs and establishment of priorities, end
ways to impiement the program.

Teachin and Learriiri.. -_ for.Educational Disadvanta ed Students in
RIIrlaElLy_c_L9_11ea! (August, 1972). ,(ED 061 941)

Students, teachers staff members discussing different topics
related to the model of a "master college."

Tennessee S,tete Department of Education, Centerfor In-Service
Education. Final Re-ort Evaluation Vol. T and II, Pt. 1.
(ED 090 216 and 218)

.

-This document contains a model for planning, programming, and
evaluating inservice education.

*Tiemann, E. F. Director'_s EvaluatiiRnLaleort.ducation Media
-Institute, the University of Texas at LIIIIaL,J242.21LIllilly_11,
1969. Austin: University of Texas, Visual Instructional
Bureau, 1969. (ED 06E 003)

Report on an institute for junior college and'loWer-division
senior collegeteachers And administrators covering learning theories,
graphics, media'production, and instructional systeMs facilities
design.

*Urban Educe ion Insti ute, Director's Report_,_1970771. Pasadena,
Cali Pasadena City College, 1971.- (ED 077 912

RePort on theUrban tducation Institute designed to-provide
part-time in-service education for community college personnel with
'the objectives-of making them more aware and responsive to the needs
of students-from deprived- backgreunds.
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Vogler, Daniel E: Contempotar: ideas for Inclus' n in
Training. (ED,089 121)

n-Service

This article contains guidelines for planningorganizing and
conditioning in-service education. Pertinent information concerning
vocational technical in-service education is presented. Questions
are raised about priority, financing, and identification of needs.

*Wallace, Terry H. The Literature of Staff Development: Em lases
and Shortc_TaLngs_. Los Angeles: ERIC Clearinghous for Junior
Colleges, 1974. (ED 094 822)

An in-depth critical analysis of the trends of research in staff
development. Describes the major strengths and delineates signifi-
cant gaps of the literature. The latter include the need for more
data on in-Serviee needs, on successful statewide and campus-wide
medels for staff development, and new solutionsto. funding problems.

"Wetzler, Wilson. "A Breakthrough for Faculty and Program Develop-
ment." Junior Colle-e Journal, 40 (June-July, 1970), 13-15.

Reports on L rly progress in faculty and program development in
Florida,.after the passage oflegislatiOn -to assign 3 percent of the
total community college budget to those OurpOses, -Presents the
philosophy, outline, and procedures for implementating a development
plan that evolved out of a conference of the Florida-Association of
Junior Colleges to give-substantive direction for profitable use of
the funds.

WilSon, Marian L. Inserv ce Educational Needs Teachers, 6 pp.
(ED 093 896)

This paper reviews the current research on the merits and fail-
ings of various forms of inservice teacher education. Points
stressed were the need to consult teachers on their opinions of their
educational needs. There is also a need for a greater variety of
types and lengths of activities, measures to increase teacher moti-
vation fOr continuous professional growth, and more inservice pro-
grams offered for graduate credits.

*Wilson, Riehard E. Ar_141(zzi_fr_of.alsho--for_In78erviee Education
Personnel. Mimeographed. Washington, D.C.: New Institutions
Projeet\of the American Association ofCommunity and Junior
Colleges (n.d.),

Summarizes the substance-of- an AAJC New Institutions Project
Workshop for-In-Service Educational Personnel,dealing with the
development, trends, and status of community colleges.; the facilitation
ofstudent. learning; the, process of effecting change as the purposeof in-service/education programs; techniques :usable in the,presentation
of in-service programs; the relationship of in-service programs-to
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the objectives and functions of community .college the development
of a model in-service orogram; and the evaluation of in-service
programs.

*Wilson, Richard'E. "Staff Development: An Urgent Priority,"
Community and. Junior Co.11ege_Iournal, 43 (June-JuiY, 1973),
68-69.

Chiefly concerned ,with staff con_usion and serious disagreements
over the goals and purposes of the community college. Views compre-
hensive, continuing staff development as the, solution of thqse,
crippling differences of opinion. Suggests AACJC can provide sig-
nificant assistance in making in- ,rvice education a better and
more common practice.

*yarrington, Roger,' ed. Educational Opportunity f_o_r All:New _Staff
:or New Studentss: Report of the 1973 Assemblx of'the American
Ass_tts.:LajLiojIl_f_ Community_and JuniorColly. Washington, D.C.:
American Association of_CommUni y and JUrtior Colleges, 1974.

Contains addresses bTleaders' in the field of in-service edu-
cation considering present staff development issues, problems,
programs, and progress. Contents include "Ayuturistic Look at,:
Training," William A. McClelland and David S. Bushnell; "Staff
Development: A Priority on Persons," Terry O'Banion; "Governmental
Actions Affecting Staff Development," Louis W. Bender; "College
EnvironMent as a Determinant in Staff Development," Charles C.
Collins; "Differentiating Staffing Patterns and Potentials," Ervin
Harlacher and Eleanor Roberts; "Work Experience as a Means of
Preparation and Renewal," Arden L. Pratt; "Staff DevelOpment: A,

New Promise to the New Student," Connie Sutton; "Staffing to Meet the
Needs of SPanish-Speaking Students," Alfredo G. de los Santos, Jr ;

'"Native AMerican Staff: A Prerequisite to Successful Indian Edu-
cation," P. E. Azure "Developing Special Teaching Degrees,"
Arthur M. Eastman; and "A Role for the Discipline Organizations,
Michael F. Shugrue.

l'arrington, Roger, ed. "Facing.the Critical Is u " E2ETITALlly and
Juntor_CoIoa:all, 44 (November, 1973), 8-9.

Review of some of-the major issues facing'staff-development.
Stresses the need.for,more agreement on what it ia, whb it is for,
who should do/what,,how it should be done, and who should pay for it

*Zion; Ca'rol and Sutton,'Connie. "Integrated In"Service Development."
New Directions for Comaus2Atilleges, 1 (gpring, 1973), 41-51.

Description by its 'coordinators.of-Miami-Dade North's innovative
approach to contintial professional growth for its entire staU.
Details on program assumptions, evolution or anization, offerings,-
adminigtrative.4eadership, and results.
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NATIONAL CONFERENCE

STRUCTURE

AND

EVALUATION



nlerroln CO/TE ICr oN rERSONML DEVELOPM rT

CITARLFq R. DOTY
AND

RONALD (EPNER

The impetus for conducting the National_Conference on Personnel

Development for Post-Secondary Vocational and Techn cal Education

:Programs of Less Than Daccalaureate Degree as the response of_th

rsey State Department of Vocational Educ tion, the Department Vo-

cational and Technical Education, Graduate School of Education, Rtge

The S,tate Un versity of New Jersey and Mercer County Coiiunity Clleqe,

Trenton, new Jersey, for accomplishing the specifications given n the

New Jersey_Statutes Annotated:

18A: 60-10 Career Development:
established by the State Board
the responsibility of the Poard oi
of each State and County college,

-faculty to establish a formal pro
ment of all members of the profes
not limited to, a systematic and
purpose of identifying any defici
or their correction and improvin
(L. 1973, C. 163, 5, eff. July 1,

This law wis preceeded by the more impo

ing professional developMent:

aluation7-Under-guidel n
Nigher Education it sha 1 be
Trustees and the Presiient
in conjunction with th
edure for the career d velop-
ional staff including, but

evaluation for the
ncies, extending assi tance
instruction.
973.)

tant,I Regulations. 940 oncern-

rach community colleqeshall maintain\a program' for o
\-tion of new faculty and a-continuing Arooram of in-s
! training. (Wright and Dungan,. 1973, 4 )

ienta-
rvice
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'C]fltTTflr

It was recognixed that a n had emo of cat A in

the post-secondary -lucat on structure; namely, the community-lunior

college and perhaps, in the chat education

secondary school system. This conception Jed th proposal

hy the

anri ,

eventually, the conference director to decide that this new group--

if it existed in substantive numbersshould Ye the prime focus of the

'National Conference.

To dete-rmine if this idea was correct a national survoy was con-

ducted. The result was the location of approximately nn inn

personnel programs with poentialfor yielding useful information. The

institutions (all commun ty-jun __ colleges) sponsoring the programs

were then contacted to recormend a represe tative for each of the pro-

grams; These representatives were'then invited to the Conference.

It should he n ted that a matrix of personnel.development con-

ponentssee rigure 1) was designed on which to structure and delimit

the Conference. The cross-hatched cella represent that portion selected,

Le. continuous staff development proqams offered in community-junior

colleges for full-time professional ff and adjUnet faculty. The

inistering aspect was also considered the participants

stressed the administrative deeisiond -cessary to implement and main-

. tain the programs. The pro-service and in-s rvice procTrarn components

were bOth'studied because they are part of a continuous process and

should not be sopa ated.

The Conforence,meotinn itself was dosinned tO provide the partici-

pants the opportunity:to: 01 meet each other- (2) exchange written

reportq. and (3) tront important, to summarize their deas an0 informat on

453
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,Administering
Pre-Service
In-Service

College/University

On-Campus Classes

Off-Campus Classes

'Community/Junior College

Continuous Program

Workshop/Seminars

Other Post-Secondary Inst.

Voc/Tech Institutions

Resource Centers

Correspondence/

Self Instruction

Graduate School. Centers

Industrial Centers

P
0
J M
M C

W 0
M . -f.4 M I-.
p.1 HMW u
a a)C W 4ri P-1 4-1 CJ V C.) 0
E . .I 0 M .rn 0 4

'W V 1-1 W To W 4J
.4 PL1 OA H < H 0i

STAFF

MATRIX OP PERSONNEL DEVELOPMENT

FICURP 1
-_-
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by answering questions desioned to give structure to their respon e-

These questions were re-stated in terns of specific tehavioral outcomes

, e.pected of the participants.

The followlno sections should give the reader the essencejof the

Conference without aoinr intounneeded transcripts of all

welcoming addresses, jokes, etc. These sections are the conference

objectives,. logistics, criteria for program and representative selection,

and, last, the work information packet used to structure the C nference

meet g-

CONFERFUCE OBJTCT

Ba-ed upon the rPDA specificat on Conference and the in-

puts of the advisory committee the objectives stated for this Conference

were to:

1. Identify exemplary personnel programs for post-secondary

vocational and technical education throughout the nation. The

emphasis will he on those programs being conducted within in-

stitutions such as community and junior colleges. University

and four year college programs will be examined only if re-

commended as integral parts of the post-secondary personnel

development program.

2. Invite representatives who are _xperienced in conducting these

programs. The epresentatives must prepare a written remort

desc- 'tang their program for dissemination and dismission at

the conf

Conduct a Minimum three day meeting in which thn pnrticipants

would exchange reports, both Writt n and oral , to bec_me aware

4
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of other systems used,to upgrade staff.

4. Prepare video recordings of_experts in staff development:for

dissemination to users.

5. Publish review and synthesis papers on specialized aspects of

personnel development e g. recruitAg, selecting, orienting

(pre-service education ), in-iervice education, and retiring.

(Note: retirement was deleted when lat r found t- be of no-

interest to participants.)

6. Publish a description of exemplary programs for preparing full-

time profess onal and adjunct personnel which will be useful gor

establishina and maintainincT professional staff development

programs.

7. Conduct an evaluation after the Conference meeting to determine

what the participants have done as a result of attending the

Conference and receiving the reports disseminated at the

Conference. This eValuation will be conducted a minimum of two

months after the conference meeting. This time lag is due to

the fact that the Conference Ls an intervention strategy de-

signed to ehange the competencies of those plannlna and con-

ducting aff development prog

eefore aiving the Conference objectives, etc., it might be appro-

ate. to examine the charge given to. the participants by Dr. Henry Tornell:-

You are regarded as experts in the emergin
development for post-secondary education o
calaureate degree. Your numbers are few!

field of personnel
less han bac-

What you are expected to do at this Conference to consolidate
your knowledge and Ideas by answering the questiond designed for
your assigned Work group. The major impact of this conferencewill be in the national dissemination of the papers you have
written, the answers you supply in responding to the auestionsand the videe recordings of yoUr presentations.

4.56
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The ma)or question .for this Conference is, "row do you provide
pre- and in-service educpticn for instructional persornel for
post-secondar7 vocational and technical eaucators?" T want to
add another guestioh for your consieration, "..lhat must he donr
on the state and roderal level to facilitate cuaiitv, continuous
personnel develonment orocrams?"

Yon have the opportnity at this 7lational Conference to 1;elr
every persem who is providina or planninn to orovide personnel
development for post-secondarV educators. You also have'the
opportunity to explain to,state and Federal officials what is
needed to support such/programs.

CONFP ICE LOGISTICS

To achieve the ol-jectivcs nr, for the Conference a flow chart

was Planned. This flow chart is self enlanatory (see _Fi

/is qivon for the person who ieht wish to plan a similar conferen

arid
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DATF

3/15/75,

3/28/75

3/28/75

434

EVENT DESCRIPTIO

Request for Proposal

Proposal Wr tten

2 Proposal Submitted to t e rew Jersey De-
partment of Education

4/30/75

7/01/75 4

8/01/75

8/01/75

8/01/75. 7

9/01/75

9/12/75

9/12/75 10

9/14/75 11

9/15/75 12

9/18/75 13

9/20/75

9/22/7.5

10/01/75

10/15/75

Conference Assistant Recruited

Proposal Funded

'College Fiscal Procedure Checked

Conference Assistant Applicants Screened

Secretary Recruited

.Conference Assistant Begins

Sources Identified, e.g. AACJC, AVA, ATEA

Secretary Begins

-C mputer Search

Data on States Secured

Advisory Committee Meeting

14 States Identified

15 Colleoe Facilities R erved

16 Institutions Identified

. 17 Potential Participants Identified

10/30/75 18 Participants Selected

11/05/75

11/10/75

11/10/75

11/20/75

19 Consultants and Fey Mote Speakers Con-
firmed to Write/Papers,- e.g. Review/of
Literature (Moved to 10/01/75)

20 Conference Chairman Confirmed

21 Staff Development Plans of States and
Institutions Obtained

Taxonomic Structure Fstabli e

460



DATE

11/29/75

12/10/75

12/10/75

12/15/75

12/20/75

1/01/76

1/10/76

1/15/76

1/15/76

1418/76
through
1/22/76

1/28/76

2/10/76

2/15/76

2/25/76

2/25/76

3/15/76

3/30/76

4/15/76

5/18/76

5/20/76

EVENT

23

24

435

DESCRIPTION

Conferenc- Teams Defined

Hot 1 Reservationi Confi ed

25 Transportation Confirmed

26 Advisory Coiittee Meeting

27 Program Fo- at Established

26 Consultant.Papers Completed

29 Conference Chairmen Oriented

30 Conference Materials Available, e.g Folders,
Name Taos

31 Conference Papers Dupljcated

32 Conference

Expense Accounts Received

34 Expense Checks Mailed

35 Chairmen Submit Reports

36 Conference Materials Read

37 Audio and Video Recordings Edite

38 Audicand Video Recordings'Duplicated

Follow Up Evaluation

40 Rough Draft of Repo t

41 Publicat' n Completed

Conferen e

42 Conference Report Disseminated

461
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CRITERIA FOR SEX.FCTION OF PROn

Tbe speci ic crite-ia used to select pro ars For this Conference

w re that:

,

1. \,The program obe an on-noine anc contuous

2. The program be recommended by

ar.

ate deeartment personnel

3. The program he one, offered hy the post-secondary intItution5

itself, not by a four-year college or university. The latter

were conSidered onfy when recommended as an integral par

the program.

The institlution recommend a rerson _o represent'

at the,Conference.

CRTTrTIi FOR REPRESFMTATrVES

P Proaram

The specific criteria-used to select representatives of sta

development.programs for the confe ence were:
\

1. That the person be directly involved in an ort-aoina personnel
\

development proaram--not an inter ttent situ tion

Thatflc person h recomm nded=by-state-denxitment level

officials and/o post-secondary institutionS of less than

baccalaureate degree7

That the person would attend the Conferenc

dura ion of the Confe

4. That the person would a report

full

the/personnel velem-

ment nrogram utnized in their intituti.on nnl/or prepare a
;

paper agreed upon by the Conferenc L oto

462
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University or four-year colleges were to be representee on

if recommended by a post-secondary institution of.jess than

baccalaureate degree and were providing personnel services
-

to the institution.
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NATIONr CONFERENCE ON PERSONNEL DEVELOPMENT FOR

POST-SECONDARY VOCATIONAL AND TECHNICAL PROGRAM OF

LESS THAN BACCALAUREATE- DEGREE

WOR1 INFORMATION PACKET

CONFERENCE WORK GROUPS

ROOM ASIGNMENTS

tA

GUIDELINES TO
CHAIRPERSON/REPORTER/RECORDER.

roRr SESSION .XPECTATIONS_ '-

ASSIGNMENT OF GROUP WORK SETEh ITEMS

nRoul, WORK SPEET

SAAPLE OUESTIOPS FOE .ONEERFNCE'
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roNpprpmop rqoPv npnrps

GPOUP 5

ADJUrCT InCULTY_
Richard NeC s Chairperson

* James L. Roemer, Reporter

Pcnald:Cepner, Recorder

* Virgil D. Mover
;

* !!ichael . Parsons

runonn Pre1(

* Michael Fehafer

RPIT. PYPUCTATTon

* William n. Chairnerson

;

Terry Ludwia, Ponort(i!r

Charles R. Doty, RenorOer

* John R. PirY.holz

John U. Glenn, Jr.

* James O. Fammons

James Lucas

CONFER=r ADVISORY COW.',TTTEE

John r. COster Alhert J. Piondeau

Joseph Dzurenda vonneth 6. Fkaoos

Dean Griffin Muriel S. TaDran

Dapiea F. rohln, Jr. Fenry Tornoll:
I

;Duane' "eilson William 1:-'onzel

Papers to be reviewed Group

.Not present at Confnronce hut suhm
1

a parlor

?,o,rp: The Group may review additional paPers if tire perritu.

Additional parlors ray to selected fror all raners

submitted to thr: ror,ference.
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(Mr-PFLTNES (711A.T"Prr!mN/PEP(M7IWRIT'ORnUr=_=== ."-==<- ====

CIIAT EMERSON

Your primary responsihilitios will he to 1:eep your oroup concon-

tratino on the items of the Group !°ork Sheet follow the time.

ule given on the i°ork Fession Expeotations.

Seloct as quickly as nossihlo n on-7n9` reprnsentative to oivo a sum-

ma At the Conference Iroup Peport Give the, represenAative'!;

name to Ronald Gepner.

Docause you do not have to write anV rpnnrtn or onorato an audio

recorder,' you should he ahle to direct tho roup, as well as contrihnto

to the discussion.

REPORTER

You are to submit to Ronald Gopner a report of your oroun resu

hy February 6, 1976. Please ain tl-'0 audio cassettes from,your group

recerder and ret_ n -ese cassettes to Ronald.Gepner with the report.

RECORDER

Your responSibility,is to obtain a cassette recorder in the Tele-

vision Studio (Room LO-11) and tapes. Yon will nend the fol o 'no

number of, tapes for each session:

!Ionday 1:10 - 4:10, Session 2 ^ 2 Cassette Tapes
,

,

Tuesday 10:35 - Noon oession 3 1 Cassette Tape

1:30 3:16 Session 4 2 Cassottn knmes

tednesdny R:30 -10:30 Final "orY session 2 Cassette Tapes

467
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RECORD ON EACH TAIT THF FOLLOWING:

Group:

Day:

Time:

5ession Numher: ,

Give,the cassette tapep, to your group reporter at the end of each session.



Monday_ 11:

7 esd
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WORK SESSION WTGTATIONS

on Firt Work S

Each Tharticipan t will Introduce .1self ind oive a five-minute

procnation On their pap _ taff development proprim/service

to o,t-secondary personnil development.

4:00 and T. k Fessi n

"Zcan tiA4 Group Work t and corrospondino qUtiofls on

SamEle_Ouos:tions for th ronferenc. Select a person from your

qr up to g ve a summary at the Conference Group Report Session

he su ry will he a ten-minute oral re

respindin- to the specific itens on the Group Work Sheet_ desian

for your group.

Fxamine and h in

'roon Third Work

Final session to complete responses to items on the Group_Work

She

F u

Peview aisianed to your work aroup (see asterisks

on Conference Work 2:1E51)'

WeAnesday 8:30 10:30 Final ¶ork Session

Surnarize resu , concernine items on the Crolo Pork Fheet

portine at the Conference work Group on. Sunnari

olusions and recommendations derived fr m your groun eview

'major papers co:cerninq nn-1 development.

10:45 - Noon
'1/4"1271.LC292_1' ts_

T our renresr-

mum of ten miflu
,

re-

11 summarize the results within a maxi-

469
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ITEMS

COMPLETED
POINTS

SCORED
PAPERS

RFVTE,11171

1- 9 30 1

6-10 40 2

11-15 50 1

16-20 60 4

OVER OVE-:

20 70 4

4A4

POINTS
SCORED

10

4n

50

60

NOTE: PoP, ITEMS HAVING moRr THAN
ONE PART,- Emil PART MAY DE
consimprn ONE ITEM.

WEPT DID YOUR GROIN' E-

(The r It

70

SUPER GRONP
OVER 100

TOO MCP!
DON'T YOE
EVER TARE
A PREAE?

10n

90 WOW DP ARE
IMPRESSE0!

SO

70 GOOD WORK.

60

50 rIOT PAD.

40

30 TOO t ST PT-
srEIMn TM ST4LOUTS.

20

In SEWED PAVE
STAYED Ppm'.

esont s. gronp'!i snrinar', at tlie Conference

Pprbrt Scsion can lot the rest of tho r rticirant, hlow.)

470
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ASSIMIMENT OF (MONT, :^rRY s!TET ITEMS

GROUP I Administration

Items and 37- 5

GROUP 2 Pre7Se:vice

Items 7-14

GROUP 3 In-Service

Items 21-36

GROUP 4 Mon-Traditiona1

Items 15-20

GROUP 5 Adjunct

Items 7-14 and 35, __ 40

GROUP 6 Rank/Expectations

Items 32, 37, and 38

UCTE If time permits, qroups may respond to. items in addition tO

those assiqnd.
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GROUP_WORK\ urnT

*!OTE: These items aro numbered to correspond to th- numbers on the

Fample cluestions for the Conf

PRE-SERVICE

General clues ons:

1! A minimum of five major problems in instituting pre-service educa-

are to bo identified in order of priority, one being high and

five being low. A statement of rationale,

each problem is to be g_v n.

!lased on the answer to question 1, state speci ically what

data, sources for

quostion(s) need to be answered concerninci priority problem

number one. If there are sources one may find to help .olve

these problems/questions, l st these.

State the objectives that each level (national, state and local)

should have for develop nq and/Or maintaining continuous personnel

development programs.

A) A minimum of five pre-service education services that a uni-

versity may offer are to be identIfied in order of prior ty,

one being high, etc.

_ statement of the need for each of these services is to be

given.

A statement for

for each.

A

nq each of the services is to he given

nt of how the condary institution can best

util each service provide

472

the University is to he given.
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5. a minimum of five specific ways in which your colleg_ should

utilize its own staff expertise in personnel development.

G. List a minimum of five.types of input concerning personnel

develop-ent that the staff should aive to the administrat_on.

inimum of five types of input concernina personnel

development that the administration should g Ve to the sta

-.CRUITING

7, inimum of five improvements that can be made in the staf-
0

recruitment pr _ess and rank these in priority, one being high.

R. A) List the criteria used for achieving affirmative act on in staff

iment.

13) Rank order the oriteria most effective (ono being most effective).

qL A) List the criteria established for recruiting adjunct staff,.

degree, experience. Rank order the criteria according to their

importance, or. being hiahest.

List the criteria established for recru ting professional

staff. Rank order the criteria according to their importance,

one being highest.

FCTING

What specific evidence of teaching competence is presented befere

a faculty member is hired?

Whet specific evidence of teachinci competence should he presented

before a faculty member is hired?

Does peer evaluation enter into the hiring process? Should a

grea mount evaluation enter into the hiring proce

12. List the criteria used for ach evina a

lection. Rank order the criteria most

4-7 3

Y4

ivn action ih sta

ive (ono being most
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ef ctive).

13. A) Wh-_ personnel proqrams exist which ha provision to develop

hi hly specialized teache s into multi-talentec. teachers.

What problems exist for developing highly specialized teachers

into pul nted

C) What criteria can he used to select multi-tale

14. A) List the ished for selectInrT adiunot

expe once.

B) Rank order.the criteria according to their importance, one

bein

C) List the criteria cstoblihed for selecting professional staff.

D) Ranh order the criteria according to their

being high.

nce, one

ORIENTING

15. A) What personnel procrars exist which orient staff to help pro-
.

vide educational opportunity for the disadvantaged and min

ities?

fl What specific skills should he developed in staff to -elp p

vide educational opportunity for the disadvantaged and minor-

16. List te hniques which have been successful in devioninn staff

acceptance of institutional philosophy, qoals and obje_tives.

List techniques which have been unsuccessful in developino

aff acceptance of institutional philosophy, qoals and ob-

jectives-.

17. 'What are a minimum of five_ priMrity areis of information neces-

,,sary for new post-secondary vocational and technic 1 instruc

4 7
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at 1 he essential at_ --des necessary for new p

secondary vocation 1 and technical instructors?

C) What are the most essential technical skirts necessdry fo new

pos -secondary vocational and technical instru

D) What are the mast essential teaching skills necessary for new

post-secondary vocational and technical instructors?

18. A) List five sp cific recommendations for providing part-time

dent -itb adequate counseling.

B) List five specific recomsiendations for rrovidino part-time

f;tudents with adequate instructinn .

C) List five specific recomisendations for ovidino pa

students with administrative

19. A) List the essential skills required by

s.

nt

advisement that should he emphasIzed in an orientation.

List the ways that essential skills for student advisement can

be taught to staff in the orientation process.

O. List a minimum of five ways ex eriencd staff members can assist in

orientino new staff members.

IN-SERVIC

(tieStjOfl s

21. A minimum of five riaor prol-lems in insti utino in-service

tion are to be ified In oidet of priority, one beino h oh.

statement b_ rajenale,

he given.

22. Rased on the answers to question

data, sources For each problem is to

what

question (s) need to be answered concerning prior roblem number

one.

4 75
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21. What short-term improvomen in staff are xpocted due to in-

s.rvice staff development proqra

What are.the long-term improve-ents in staff expe ted due to

in-servico staff development programs.

State the objectives that each level (national, state and local)

should have for developing and/or maintaining continuous personnel

dierelopment pro ams.

A) A minimum of five in-_ervice edUcation services thnt a uni--

verity may offer ara to be identified in order or priority,

one being high.

ent of the need for each of these services is to be

given.

C) A statement for implementing each service is to he given for

each.

D) A statement of how the post-secondary i etitutions can best

utilize each service provided by the University is to be given.

26. List a mini of-five specific ways in which your college should

_ ize its own staff expertise in its personnel development pro-

gram.

A) List a minimum of five types of input concern ng-personnel

' development that the staff should give to,t1- administration.

List a minimum of five types -f input concrnira pe sonnel

development that the administration shout 4ive to the staff.

ana rank order (one being high) a minim m of five specific

demands that faculty exrcss for in-se -ducation.

2. List the problems due to collective 1=arqaininc on faculty

development programs.

4 7
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List solutions for those problems.

30. Doscrihe three of the host _motivational techniques to ensure

faculty participation in the developmental program.

31. A) List the changes expected'in instructional staff due to an

-service personnel development program.

Select one mode of delivery for each change 1 ited above which

will best ensu

32 What are the

FACIfitr,

expected change.

_en pec-_gogical s ills needed to be emphasized in

in-ser ice program for instructional - -ff?

33. What in-service education, has been developed to encouraq

enced staff to use new modes 'f instruction?

What in--service ec_ucation has been developed to re-orient st f

fro- "ideal" class size t- la qe-group instru '_n?

35. A) What aro the Unique problems of the evening adiunct faculty?

S) Provide one in-service educ

of the problems listod above.

1 technique For solving each

35. A) What personnel programs exist which have provision evelop

highly specialized tciachers nto multt- lented t chers?
1-

,

P) Shat proble-s exist for developing highly specialized teachers

intc mult -talen e

A1 NIrTFTERTN(1

37. di nt ox

asi tan

strector, teaching aide,

What informr

ment which-

cher

_ctationq between full pro

ofessor, instructor, a

Lechnical cssistant, and Adun

oluded in a ritten Plan for im-

must do,to advance to the ne

in-



acadomic ran% wJary range?

39. A) Lifit fivn spocific reronvenAfio fror provi 111-1 -

rtudn`ce wit-11 adc.miatc counelincr.

n) L10: fivo specific iocommcntiof.o; for
:

ntuarnt!-7, with adoonato

C) Lifit fivo 5Tecific recorAm.;"-n.lon for Tre.in,.7

student with adOinit,rtive

40. A) tih{ nnic:e

n) Y'rovicko one in -qnrvIci.,

"

41. Pow 4,10 ytof nf,tJiln trlo

staff developrcr,t oroorlr?

42. Vrliat ot )'

ciove1opriont7

13= Th Your Ptrohrol

datori stoto

44; List a riilr;7r-w- of f;v,

,

h

!



451

,f7AMeti,' (-)MFTTO7Ir PnP (w:rrPr71-:

PRE-EFRyTCE

Mineral nuestionp:

1. What are the overriding problems in instituting pre-service education,
problems both indigenous to the attempt and problems unique to, nr
characteristic of, this point in the history of nost-necondary edu-
cation?

2 What do you nee as tho important question that needs to ho answered
regarding staff development?

3. row shall we design national, state, and local staff development
programs, both comprehensive, continuous ones and thone targeted
to solve special problems and meet speclal needs?

4. To what e.y.tent and how should university training be implemented
in the staff development pronram?

5. To what extent is a college's own staff expertise utilized in staff
development?

Should input into staff development be from familty to administra-
tion or administration eo faculty?

Recruiting:

7. What improvements can he made in the staff recruit_ :.. t process?

H. What-plans have been initiated for achieving affirmative action in
recruiting and selecting staff?

9. What criteria are established for employment of professional and
adjunct staff; i.e. appropriate degree, practical cynorience, etc?

Se

10. is evidence of good teaching competencies Presented hefoj a faculty
member is hired?

11. Moes peer evaluation enter into the hirine process?

12. tAat plans have been initiated for achieving affirma'tive action in
recruiting and selectinc7 stafl.?

13. In'llat staff developmeni- programs can ho developed Wieh will faciIi-
t,ite the use of multi-talented mersons vs. biehly
teleher?
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14. wlaai orit

and adiun
etc.?

Orienting:

4 5/1

ria are established for cL loyment of rofo5ional
iff: i.o. appropriate decree, -7tical experi nco,

15. 9hould a staff development program include SOMP kina of orientation
to help facilitate educational opportunity for the disadvantaged
and minorities? (/ majority of students in this category who attend
college go to two-year _stitutions.)

How do the stuff development goals relate to the institutional and
denartment goals, objectives and philosophy?

What ilFormation , J illn nd attitudeq aro noceraiy for new post=
r,econdary vocational and technical teachers?

10. Tince part-time enrollment now outweighs full-time enrollment, are
teaching staff, counselors and administrators adequate to give the
part-time students the attentiLn they deserve?

19. How are staff oriented into the process of student advisement,
placement, and other non-teaching functions that deal with students?

20. What role does the experienced staff member play in the orien ation
of a new staff member?

TN-SERVICE

General 9uestions;

21. What are the overriding problems in ins .ituting in-servide educa-
tion, problems both ind genous to the attempt and problems unique
to, or characteristic of, this po nt in the history of pos
3econdary education?

22 That do you see as the impo ant ( estion that needs to be answered
regarding staff development?

23. Phat short-term ard long-range improvements in staff are expected
due to in-service staff development programs?

24. How shall we design national, state, and local staff development
programs, both comprehensive, continuous ones and those targeted
to solve special problems and meet special needs?
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what extent and how =dlotlld on i w -!;

the staff- development prooram?

2(=, To what extent is
d ovo lopront?

be t

)11eoe's own at.iII expor ia oh 1ira1 in staff

Id input into staff development be from faculty to administra-
tion or, administration to faculty?

is the naturu and scope of faculty in- vice
education?

What problems C.:: procedures exist rooarding thc effects ef cellec-
tivo bargaining on a faculty development program?

3n. Pow are staff motivated to part -Apatc_ in staff development pro-
grams?

:Al. What modes n
programs, field visits,

Al; c.o. intornship, _;oope VP

What the specif'-- pedagogical s ills need 0 by c instrw
staff?

ach in

Now do expc
technology,

enced staff learn of new modes of instruction, new
---ting procedures, evaluation processes, etc.?

34. Wh,l.t provisions have been mde to re-or
class cize to largo group instruction?

m "ideal"

35. Are evening s aff functions equivalent to day staff functions:
i.e. meetings, services, indirect tnaching functions, etc.?

31, . What staf)7 development programs can b. develoned which will facil-
tate the use of multi-talented persons vs. highly Specialized

teachers?

Av1riin. .sterino:

37. [-That are the different expectations between full professor, asso-
ciate professor, assistant professor, instructor, teaching aide,
technical assistant, and adiunct faculty?

Are staff members provided with a written plan for improvement
which makes clear what they must do to advance to the next academic
rank?

r',ince part-time enrollment now outweighs full-time enrollment, are
teaching staff, counselors, and administrators adeguate to give the
mart-time student the attention he deserves?
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40. ?\re nveninq staff functions equivalent to (lay staff functions;
i.e. meetings, services, nou-teaching function9, etc.?

41. How do you obtain tho Glipport am,. money require:1 Lb implement a
staff developmont program?

42. What percent of the college's budget is set aside for staff
development?

43. To what extent do_-_.s state law enter into saff del/cloy-vont plans?

44. To what extent is a college's (roil 9taff emnprtino ntilizecI in sta'f
development?

F---45. Mit mean5 are provided to ovaluate the effentivenon of the r,lq-son-
nol development: program?
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Ni_TIONAL CONFERENCE EVA1HATiON

Ronald Cepner
Mercer County Community College

As described earlier, one of the planned benefits- to be
derived from the Conference was the dissemination of feedback
obtained From the participants This feedback was gathered by use
of the post-conference questionnaire which was administered three
months ft,;1- the conclusion of the Couforenco. Fighty-five percent
of the instruments sent to the participants were retu..ned in time ,

to be included in this report Hopefully, the information presented
ean be used as an aid in planning futureconferences and give
greater direction to staff development activities.

Some perception of the areas of greatest intorest long

the participants can be obtained by noting the subject matter of
the twelve most read and/or duplicated conference papers.
Specffically, the areas of groateSt interest were as follows:
(ail percentages rounded off)

Faculty Development Discussion; and Teaching Strategies . 82%

Non-Traditional Students 72%

Adjunct Faculty 72%

Annotated Bibliography . . . . . . . . 64%,

,Comprehensive On-Going Staff Development Progrr.ms 64%

New Faculty Evaluation and Orientation Program 64%

Faculty Evaluations; and Competence Based
Personnel Do,,olopment 61%

On-Going Campus-Wide Human Development Program .61%

Item 2 on the questionnaire was used to determine who
received Conference information. A tabulation of the item 2
responses folloWs:

(a) To-whom did you have to report following the Conference?

I. President 21%
'2. Vice President 18%

Dean 26%

4. -Other Administrator 5%

5: Professional Development
Committee 137

6. Faculty
7. No Ono 9%

483
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Did you )rrju'i i wr[tten rejicurt tot your [tittitioi
nfLer the, Conference?

50% No 50%

WiI

re

1.

did y(ii discuss (he Conforc- _ with upon your return from
Louis? (Other than persons to whpm you were required to
_rt.)

16%Presidunt
Vice President 12%

3. Dean 947
Other Adminisrator 20%

5. Professional Developmont
Committee

6. Faculty 167.

7. No One 0%

To whom did you di .rihote copies of Con [cr1 flee mater'-ls?

1. President 8%
Vi,=.e President 12%
Dean 31%
Other Administrator 67.

Professional Developm,ebt
Committee 23%

Faculty 15%
No One V/.

Item 3 on the cltiestionnaire was used to determine what changes
were initiated at/each participating institution. A tabulation of
the item 3 vespenses follows:

(a) Was there any action taken as a result of your parttcipa ion
in the'Conference?

Yes 82% No 18%

(h) Do you plan to implement any changes in your program?

'Yes 100% No 0%

(c ) Where action taken or planned w s not a result of Conference
, participation, it was a result of action initiated prior to

tbp Conference.

4 8



'it ic chlo,,w!1 inc mado ;In a _sult ot the Conference
are:

tianoc in lomat or dii ivery program,
a ch Igo in the goals ol the program

mp roved coo rd i mit ion or si iF deve lopment
act

Initiated lunch ng
personnel dovelc n

Ind organization
prog.ram . .

(0) '1)0, I I Ii Ian is plinnid as a resu I t I thu Con for once at

1. An h o roast in staff development aLtivitio!'

2. _ 2 r I2u1 Lv involvemunt .. . . = .

1. ans t r a tciJ i Limo development person

improved staff evaluation Syst

Z, 3Z

7%

5. improved adjunc faculty development 7%

Do u believe the planned changes ( rosul L iri , from the
Cont enco) will he -implemented?

No _fatly 13%

M-jor obstacles t, implementing the planned changes are:

Money, 33%

Time 33%

3. Sepa itipn of staff developme t and evalua 'on 33%

[tom 4 was designed to find the degree to which the Conference
has helped to establish contact between persons interested in
staff development throughout the country. It was found that 50%
of the respondents did contact at least one other Conferenc:o
participant to seek information_

items 5, 6 and 7 sample the degree to which participants feel
the necessity ofa follow-up conferce The results are as follows:

Ts a follo,-up co

Yes -'75%

ace r 'lly needed?

No 25%
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1,,Luild you attend a lollow =Up eMllerUCC?

Yes 82% No 8%

7. 00 you know of other persons who would attend A follow-up
conference?

Yes 62Z No 38Z

Items 8, 9, 10 and 11 solicited feedback which helped to
ovalnate Lho Conference and provide valuable suggestions for
improving future conferences. The responses in regard to an
overall evaluation on the scale of 0 to 10 (10 being high) wore
as follows:

0 to b
7

8

10

Factors which rated high were:

OZ

23%

42%
23Z
12Z

I. Scheduling; implementation; sense of purpose,

organization; and goal. 21%

2. Participants

3. Group Sessions 21Z,

4 Papers
157.

5. informal meetings during the evening 15%

6. Speakers (some)

Factors whlch rated low 2re:

1. Facilities, location, weather, One of year, comfort 30%

2. Too much work in too little time 207-

3. Some speakers 15%

4. Video taping and audio taping 10%

5. Lack of structure. and direction for groups 10%

6. Too structured 5%
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7. PruelL'Lt1oii ol )ups 5"7.

breaking

The o I lowing suggestions for improvement or emphasi-s at a roll --up
conference were made:

Jvide more opportunity fot f roe interaction among
participants

Provide more sp bje_tives

Provide n more lint° -t' 1-1e set t

Spend more time on
and problems , . .

the meeting plac-

staff development activities

Plan for mote time to iccomplish all the objectives

6. Fewer speAkers

7. Eliminate the video

8. Do not limit the gr ups to too specific on area .

9. Eliminate "drop-ins" who interfere iith the
group proceedings.

10. Allow participants to rotate groups in order to
7; get a better feel of areas being discussed YZ.

11. Try to match the interests of the participant
with the interest of the group . . .... .

12. Dioseminatc the ppero ahead of timc 3Z

t213. Other con ents

Summaillid Evaluation

The greatest areas of interest were found 'to bie: (11-11-oft-

traditional students, (2) adjunct faculty, (3) exemplaryprograms
of on-going staff development including human'developmerti, and
(4) faculcy evaluations as related to staff development. These
are may be e'xpanded upon during future conferences.

Although there appears to be a wide range of college personnel
are likely to be involved with staff develppment, the Deans and
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the staff development commlttoeappear to be mo t involved accorci-
ing to our natlon-wide sample

.

in evaluating.the Conference, it is siguifjcaiiL L.:at 85 per-
cent of the respondents stated that action has been taken as a
result of participation in the Conference. It-is also significant
that 100 percent of,the participant's plan to implement changes in
the near future. The four areas of implemented or planned change
most stated are: (1) a 6:hange in format, delivery, funding,
goals, organization or coordination, (2) increased staff develop-
ment activities, (3) great faculty involvement, and (4) improved
adjunct faculty development. The three major obstacles to be over-
come in implementing these changes are shortage of funds, lack of
time, and ,diffieulty in separating staff development from
evaluation.

Other positive factors in the evaluation were found to be the
increased post-conference communication between participants and
the fact that 92 percent of the participants indicated that they
would be willing to attend a follow-up conference. An average
rating of ,8.24 on a scale of 0 to 10 indicated a favorable
evaluation by the participants.

Based upon the specific Confe ence factors which were rated
by the participants.as high or low, and on the participants' sug--
gestions, a follow-up conference should:

1. be highly organized, but prov de time for free inter-
action among particIpants,

2. allow enough time to accomplish ail the objectives,

3. assign participants to groups according to common
interests, provide them with specific goals and
related papers and information before the conference,

conduct the conference in a comfortable atmosphere at
a date.and location convenient to thoSe who attend, and

concentrate on discussing the real issues and avoid
distractions, speakers, and video taping.
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NATIONAL U WERENCE ON PERSONNEL DEVELOPMENT FOR

POST-SECONDARY

VO TIONAL AND TECHNICAL EDUCATION PR 3RAMS

OF

LESS THAN BACCALAUREATE DEGREF(

It has been more than two months since the National Conference in
St. Louis, Missouri. As you know, the Conference was designed as
T,ehange straeegy. You now have the opRortunity to give us some
measure of your use of the materials distributPd at the Conference
and specific changes you have Implemented as a res'ult of the
Conference.

Thank you for your cooperation.at the Conference and for completing
the enclosedquestionnaire. The immediatereturn of this instrument
in the encloSed, stamped envelope -will be greatly ppreciated_

Sincere y,

Ron Gepncr.
Charles R. Doty
Conference' 'eeetor

RG/db

P.S. If a follow-up conference was funded, please note ,that
question 11 asks: "What improvements and emphasis should
be made for,a follow-up conference?"

Enclosures,
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NTATTOrAL C01117TPENCE nrr rr7nrUnr| 111-WFIDr1= Pnn

POPT-!-TCn!MAPV

VOCATTONAL 77CTTTCA mIT7ATTnr PPOGI1A71D

LP5S PACCALPTITTp prnpri,

1. Tc, determine what you did with the proorar descriptions and review
an(| synthesis papers, wo,are askinc you to check the Followino:

PR(IGRAM DPSCRIRTICN/PAPFP rr?7.)

Pasualdo, G. & Mann,

Bass, Donald

Birkholz, & Williams, D.

Purnham, Peter

peCesmo, Richard

Gail, William

Goodman, Alberta-Program

Goodman, Alberta-"Non-
Traditional"

Cordon, Douglas

Vammons, James

'PTTcATTP Frr

F:TTTPF PAPTTATL_

4

Harris, D. & Parsons, N.

Harris, R. & Sakiey, F.

HaWkins, Beverly

Poerner, James

Foover/Virgil

McCarter, W. R. &.

Grigsby, C. T.
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' 9/V1 nFFc TPTTnN/PAPrp.

AUTHOR_

prq flTTPITCATFfl FFT

_ ..1_ Mm ON
cm?1,7

EMTTP.E T1 I

Johnson, C. L. R Klahenes,

_

Kalr, naniel
_

Koltai, L. & Allen. V.
_____

_ itula, John

LeCroy, Jan

Lever Oscar

Ludwig, Terry_

Maanesen, V. (Triton)

Pierce, Parmon

Schafer, Michael

Schorzmann, Gene

Seidlin, ._7oseph

Skaaqs, Kenneth

Smith,,Pichard

Storm, George

Sugarman, M Charles
w

Tirrell, John

Vollum, Muriel

Matters, I. & Muzic, V.
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2. To deteru.ine who received the Conference information, pleae check

the appropriate items:

(a) To did you have to report followlnq the Conference?

President

2. Vice President

3. Dean

4. Other (pi ase specify)

5. No one

Did you prepare a

the Conference?

Yes

No

ten report for your institution after

did you discuss the Conference with upon your return from

. Loui . (Other than persons to whom you were required to

report.)

President

Vice President

Dean

Othe: lease specify

No one

To whom did you distrihute eopie- of Conference ma als?

1. President

Vice President

Dean

,Other (please specify)

9. no one

4 9
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(e) If you di eeminatel Confe_ence materials to persons outside

your intituton, please give their names and institutiona.

To determine what chan es you initiated at your institution please

answer the following:

(a) !qas the e any action taken as a result 'of your participation

in the Confe ence?

Yes

No

(b) Do you plan to inplement any chanaes in your progra

Yes

No

If action taken or planned is not a result of -our Conference

participation, what was it a result of?

4 93
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(d) What specific changes are being made asa result of the

Confe nce?

What specific changes are planned as a result of the Cenf n e?

(f) Do you believe the planned chanqes (resultinq from the Con or-

ence) will be implemented?

Yes

No

If not, what appears to be the-major obstacle?

4. Since the Conference, have you contacted any of 'he participants to

k information?

Yc

Mo

i
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(a) If yes, please specify the person and/or what information was

ught:

5. Is a follow-up conference really needed?

Yes

No

Would you attend a follow-up con , _nce?

Yes

No

7. -Do you know of other persons who would at end a follow-un confe enco?

Yes

If yes, please specify _names and addresses.

What is your overall evaluation of the Conferenc ?

--4 --5 - ---ln

(low) ()iirTh)



List factors which rated high

470

10. List factor ratpd low

11. What irprovrnent n anci emphasis sho

conference?

made For a follow-up

ILIN1( é)LL1.1
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