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Introduction

Observatmns es a faeultv member of 8 eommunitv oollege end an extensive review ot the
hterature have resulted ln the followmg eonclusion there is a tremendous need for farulfy
development ectmtlee in eommumty eollegw Through prekus mvolvement m buswess and

through 8 review of the lltereture of trelnlng end mvelepment it ls felrlv obvlous that buslneie is

provldvng oonelderebly more development eetlvltles for thelr employess. As a result of this

reeeerch the thesis of this research report is the fol luwmg
eommumty eolleges can leern from eorporete Humen Resources development
eetlvltles ln deslgnlng 8 strong proqrem of feculty development “activities

whu:h will result in a more vital ﬁculty and 8 stronger oommunity eollege
orgenization.

lhls report wlll compere the teculty develoement eetivities eurrently belng eendueted ln
wlleges with staff development u:tlvities cu"rently betne eonmcted in busineee. The thests of thls
report is not thet business is dolng mttm steft tbvelopment eetlvitles but retlwr thet busines° is
doingmnmthen eolleges to tbvelop thelr emploveea l belteve thet the litereture will show thet

oommunlty oolleges mev utilize some of the training pre:ttces of business for a stronger faculty
&velopment progrem
The reseerch paper is dividet. into three mujor actions The ﬁrst section revrews the

slmllerltlesenddtfferences of the Organizationel Characteristics of Comme alleges and
Cntmnl.lms and the similer needs for eteff developmenL The m*ff— seetim is] S

ﬁm_mmmm whlch tbtells tlﬁ rﬁis for fi:ulty cﬁélepment md whet is
currently being dnne in various colleges The third sect: on, mmmmmmt&mmm

Business, provides en outline of business tr trelnlng prectiees which may be adepted for uss by

community colleges. The conclusion 1S a prectieal Plan for Action for feoulty development in
community colleges.

“ll




. Organizational Characteristics
of Community Colleg2s and Corporations

OVP"ne"'

n all of tho litereture eomming higher edcation; it s neerly imposeible o find & source
whieh oonroe'atoo the poeition thot iiculty development isafﬂ idea. The overwhelming mojority of
tbm lnvolveo in hloher oeuoatlon belleVe that iiculty development ls beneficial for both the
fe:ulty members end the instttutions The Iitorature of highor education provifE a wealth of
informetion on the subject oi foou-ty ﬁveleoment; Nany researchers hove ﬁypothesizod theorized
and written about the lmportame of fec’llty develoolnent in hioher eot'eetion Yet saveral studies
note the fliffif:ulty in finding mmy institutions of hioher oelueEtion which ore putting the theory
into action through en on-wing program of feculty develooment ootlvitles (Shawl 1983 Bender
& Lukenbill 1984; Sulliven 1983) Desptte the positive fee ltngs about reeulty developmont

oollogee have been reluctent to commit time aml funde toward a full progrom of @elopment;

Beeouse eollegos are advocates of the development or the human mtehtlel of students, it is fronic
that developing the human potontiel of the fewlty is virtuelly i@i:red on most compuses

- The oontrery is true in the eorporete world, Althouyi larm corooratio’ns are ofﬂeially in
tho business of mekino money rather than develooing humen potentlel thev are mcre active then
oolleges and universitié in developing their employees The moet Stmful highly respected

oorporetions inthis’ oountry spend a greut deal of time and money in systemetic humen resources

tﬁvelopmont aotivitiee The annual bud;ot for formal training by u. S wgmizetions with fifty or
more employees is noarly $36 billion (Feuer 0ct.l986) Aeeording e mriee of profiles of

various businoeeos rmched by Icamlm mao&ine. the ovwear troimng bu@t is l mroent of

the totel budget ond eoeh employoe reeeivoe an ovorage of 25 hours of training ennuellv (Lee,

higmr proﬁts through quallty produets ano servioes has rosultod in a strong human resources
program in the most successful corporations.

A. Slmllarltles Between communlty Collm ond corporations

Althoum tho motivetion mev be mewhot diiiﬁ'ent there are mmy similorttiu betwoen
eommunity oollems and corporations whioh aro worth notmo The similarities ae vost
generalizations which mey not apply tooverv bitsiness or everyeollege I-towevw the thesis that
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communlty collegas mlmt benefit from same of the steff tbvelopment methuds used bv business
may not be explored unless thess similarilies are cunsitbred before reviewing the staff .

dEvelepment methods.

I Prmfuet The preduct must be attrectlve and of hldﬁ quallfy 10 sttrect customers. In
community eolleges the products are the academic pre&e:ns and the individual classes. The
preduets ore also the gradustes of the fnstitution who are repreemletlve of the quality of the
lnstltulien

2. Human Resources Peeple are critically important in producing the product end in
deliverlng the prewct te the eustomer or c!ient: In comunlty eollems the feculty ae lmpwtmt in
developtne the currleule end ln tﬁllverlm the eourse metei'lei to the studmts and ultlmulely in

3 Cuetnmer Swvlee msmerseretreetedwlth respeetendeeurtesy lnﬁto
relnforee a pusmve feellng wuut tm enmp‘tiiy C‘anmunity eoﬂems reinferee 8 positive leerning

envlrenment by treeting students wlm respect. Feeulty memwrs reinforee e paemve learning

envlronment thrwd\ ] supportlve attitude in class, eud throuw mtblmy outside of cless.

4. Convenlence : Many businesses attract more costumers through conveniencs == the

precint i3 available closer to mme at conveniont hours, or fester then other slmnr prodim

eustmws ere even wmlng 1o pay pey more for 8 product ehﬁm ls more tmvement collm mey @In
more stu@ts Wouﬂl eonveﬂenl ithulinu of classes, thrwm offering cl et mare

eonvmlent leeetlens. end throud\ otfering clesees in smatler modules. Fe:ulty members lmlveu

in the eurrleula plennlng and sﬂrediﬂim m be a force whlch lnﬂeemes the mmmleme fe:ttr

5. Compstition : Bsinesses feel the need for a high quality product, @ high caliber

emplcr/ee, end axcellent euetemer eervﬁe beocause euetomere could eeeﬂv p o emther eimﬂa-

business for tlie same premet or servtee: eammlmlty eollm tre al9o in eompetltlon mm other

similar "busineeees other lmel mmunity ee1leme. leeil Unf\ie’r%ity Eilehtiﬁ clessss,

commercial treh sclmls wult aiieeum cleesee meﬂ-erﬁ' ee1lepe md the prlvite wl!epe of

uonvenm such le mm Umversﬂy Iherefa‘e, eammunlty etmems need hlm q:ellty

programs and classes, excallent feculty and staff, convenience, end an attituds of respect toward
students to effectively compes in the educationsl marketplaca. )
6. Efficlency and Productivity : Businesses are concerned !lﬂﬁlnddm 8 profit;

hersfors, employees must work efficiently in order to be s  prodctive es possible while using
the fewest possible physical resources and time. More efffclaw and promctivlly mls ) mmu'




pront In pubilc eommuniiy culleges the funding trum tiie stata qovernment will pre‘bébly
eantinue to be marginai Therefore efficiancy in tha usa of human re@‘urcas and hig.i
praductivity of those humen resnurces are essential to mainlain @ high quality of service {o the
stu&nt in 8 tima of limited rmurces.

7 Intreprmurahip Businesses have recentlv disuovered the beneiits of mrcging
empleyees to be ereative and io be responsible for their own pa't oi’ tha mpany Oommunity
college féeuiiy eentinue to be intrapremurs within their own clessas in lha dsvelopment of new

program’é irid elis@fs. En’d in persnnei reseerch activities which relate to the discipiim

8. Mjustment to eimm eorpomtim cnnstnntiy adjust to the cmnms i the

mai-ketplms by ﬁijustine pmmcts o better meet new neads of the custanm or by adiusting to

naw competition fi"tim similar busium eammunity eoileoas adiust curricuia end senedulim o
the emngim needs oi stumnt cliantéle md te tne changing eampetition of other simiiar iocai
institutions of hid\er educstion. Market fm iiava an impact on the eaurses of stuw which wili

bs in weater damand by students. Coreers miskills which ore in damand in the business world
are a iﬁetor in e‘hmgina eommunity wiiege currieula. wticulmy in the vwstional pregmna
The gual oi both bissinesses and community colleges is to adjust to change while keeping a high

osneral pﬁysicoi and psychclogiml wall haing Perml crisas sunh as fimily prtiblems.
substance abuse. mid-weer burn-out sirusr md pwr phvsieal healih are of emeern to

eorporations and oommunity pollm Luw unplm/fmlty mntivatien duo 1o burn-eut iaw

moraledin to personel problemsor stress tnim liailthd'ue to pea'fim erpear dieter
substance abuse, resull ina poorer prowct reduced productivity, and a negative environment.

10: A s&m ﬁpniation Thn uitimate mui for business is e streng orwnizotion in

Wﬁ"y respeei: hiﬂ\ iﬂlity Dl‘ﬁiﬂ mm caliber amplwaas axcallmt wstuner arvica him
Bifieiéi’:y iid pi'ﬂ’eiietivity. ereativa empiweas ﬁiﬁi morale and a strong mpstitiva stiru in

the merket pluee; The ultimuto o.il fora emnnltinit? collam is to be lvald in iiim rmd W dt.'ﬁrs
in mni and by bbtiitiil stiidanit Strong academic prow‘ans him mliinr iu:ultv End sinrr
stmul wmias a pasitive lamning emiomment with excalient service i.o slutbnts slraig

wiﬁmie and vocational departments; and motivated ftm‘ty result in a strong institution ol Higher




Petriela Brams ( l 985) ln her revlew of many of the same characteristics of oorporetlons
and community colleges developed & rating scale of 5 (excellent) to f (poer) She found that
eommumty oollegee are generally sensitive to tha changmg needs of the student popu!atlun
community col IEQEe eneoureoe lntraoreneurshlp althouoh they mey also demand some oonformlty,
oommumty colleges have a strong berrier between the admmietratlor- and the faculty which may
not always encourage oooperatlon oommumty eolleges ere not run 8s efflctently as they oould be if
there were fewer administrators; and many community college faculty may not have a clear idea
of the core valuee and purpo& of the college In the eenelusion of her stucly, Brame states t that
overall eommunlty eollege generel ly avera@ somewhat Iewer ratlng then excellent oorporatlons
(p: 55, 1985). There is room for improvement in community colleges: improvement which may

be facilitated throwgr a greater emphesis on faculty and staff development.

7 Although there are meny srmllaritiee betwwn the mels end ettributee of collegee and
busmeaeee there are a few areas of oroenizatlonel dieelmllerlty which should be teken lnto
consideration befere eonsxdermg the staff dEvelopment methods used in buslneee for uss by

community colleges.

7 l SIrueture Buslnaee still existe primarily on @ hierarchical structure wherm
coll@s oper te en a more pertlcloatory basls eollege faculty members generelly heve wme
@ree of input into the mv’ernanee of the o?dehizet#m (Astln 1985) althouw Some oommunity

eo.l@s mav be somewhat hleraerhleﬂ ln structure (Brams. 1985) Itis difﬁoult to eompare

next leyer of mermemeht. A number ef hi@ly reoard'ed wrpwatims have been utllizing more
partlclpatory methous of mamment ln reeent years eueh as team goal settlng (eoblentz eeber

and the use ol quallty eireles (Ge‘ﬁer 1986). But generally the structure of mary buslnoaeee is
more hiererchical than that of community collages.

B 2 Aeuiemle Frﬁm Public oommumty oolleoee mev mt diclete te ] faeulty member
theeontentol eoourse or the method bywhlch theoourﬁ lstobe taught. Buslnessesmeydletate
exact procadures 1o be followed by any employe, from line workers to top Tevel management. This
can be 8 posltlve factor for oollm fwulty, who mey eheeee te pu‘tlelpate in the plannlng end
lmplementatlm of fwultv wvelopment activities. Althoudl administration ¢ may not force facully



members to adopt new methods of teaching, faeulty members may ehoose to agree upon the
utilization of certain new teet:.‘img methods and prmduras (Eble & MeKeEehie 1985)
3 Faculiy ai ’Menmment Fseulty members are reeponsmle for managing severel

faculty members have more in oommon with manegars of a oorparetion than vnth regular
emplayaee Not only are faculty members expeeted to be able to tﬁlwer the eeurse meteriel but
they are elsu expected to motivate provucb leabrship, heve gtiii interpersenel communication

skills, and generelly ba good supervisors of paopla (Elsner 1984 LeCroy, 1984).

4. Staff Bevelopment Decisions : Generally in businese the mmagementseesthe need

for treining a eertein populetion within the ¢ eompany and the training program is plennad by the
Human Resaureas Speeuelist and menegement (Bowman l987) Bwause faeulty members

generelly have 8 greater role in the governance of the oollege, faeulty development aetlvitias are
generally planned with considerable input by faculty members (Eble & McKeachie, 1985).

C. change as a Reason for Development in eammunity eollaias enc in Business

The ressons for steff development activuties are similar in business and in collages
Benerelly change ise major reeson for development aetivitlee ln business ehange in personne

ehang in market oonditions and chan; in teehmlogy Chan’gee in the eommunlty oollam may aiso
provﬁ motivation for steff tbvelopment activities changae in personnel in’e’luiﬁ new and
part time faeulty members newly-appolnted managers of faculty, and the lnereasing number of
ald’er feeulty members (Watkins April 23 1986) chm@s in market eonditlons include tha

ineraased eampetition for students and the changmg stucbnt population whieh inelu@ mure adult
un@prepared stud'enls (Astm 1985; Noe 1986) and the implioatians af ehanging taehnology
for eullege faeulty lnelucb tra‘ need for oamput.:r llteracv and the need for eurreney ln the

disolpline lt is Eiaentiel that oommunity colleges become more quickly rasponsive to chanm

rather than attsmpting to inhibit chum’ (Elsner; 1984), Gorporations and community colleges
may have staff development activities in r reaponse to the followlng changes:

l Aoguiring New SRills ln businees new sEills are eoqulrad by mw empluyaee or new
man@rs Employess may also be required to leern new skills as 8s the technology for doing the job
elm New eollege fieully members and part-time faeulty members “may reguire training in

the palicies and praoeduras of the oollege Development of teaching skills may be neeassary for



new and pert-time feculty members who are euntenl experts but Ieck teechmg experienoe
Experleneed faculty members mey else gin new temhing skllls new methude for teaching the

Infermetlon technolowwhlch meyeffect the tmhing functiun(Fisher F D 1987)
2 Geining eurrency The “Third Weve predicted by Alvin Tofﬂer in i§3i is

prwentl Those involved in eny busineee and those involved in tee:hing narly eny dlscipllne must

determme weye ln whlch to Reep ebreeet of the chenge and new developmente in ’helr discipllne
3 Retrelning In businees es old jobs beeume obsulete wnrkers ere retrelned fer new

eolleg&e. ee the démend fer clm ln one dleciplme dimimshes feculty muy be retrelnaj tn teech
In [ releted diseipline fer whlch there is 8 demand (Bleckburn & Beldwln 1983) chmqing
technology hes elso creeted thi need for retrelning for currency wtthln the discipline (Mfred &

Nesh 1983) Obmmunity eellegu whleh heve been experlenmng a changing stucbnt pupuletlon te
lncluda more edulte more pert-tlme students end mere underprepered students may fesl the nwd

for retrelmng the feculty to eupe with the chenglng n’eide of the nev? etuﬁnt populetion

4 Hanegement Skllls In busirms the majerity of treining is en un-guing prm for
middle manegers ( Gortbn Oct. 1986) The emphasns of menegement treimng in busmees is on
performence appraisals. iéiﬁféﬁib, gxl -setting, interpersonal skills, team building, and
motivetion (Gordun, act. 1986 p 63) Oullm mev eleo treln aaninistrete?‘e and divlsion deens
in menegeinmt skms But feculty members mey elso gein ben’éﬁts frem menagement treining fur
team- bullumg, motwehon and interpersonal skills. Farulty members use motivationel end

mterpersoml skllls deilv in every class and during student office eppointmenta

Summary

 There are many organtational similarities between corparations and community colleges
erii 8 few diseimﬂerities between the rele of fi:ulty ina eommunity eollege end the rule uf the
average employes Within a corporation. However, the training needs are 3imilar for corporations
end enmmumtv celleges Gﬁ\erelizetle’n’s are difficult to j ustify in deslgtlng 8 plm for at:tim for 8
program of faculty development n the eommumty eoliege However a closer review of current
practlms in eelleﬁ md ln eerperetiens will provide the rm-y specific information to

determine the validity of the thesis.



Il. The Current Status of Faculty Development

Overview
i Wost egree thet iacuity deveiopment activities are beneficial. Erneet Bwer oi the Carnegie
F eundetien fer the Advenoement ei Temhing strongiy recommends thet eoiieme meke a commitment

indicated that 69 percent of the individual eelleges end 56 pereeni of the eommunity eollege
districts have faculty development programs (Belker, 1983, p.76). The four-year colleges
general Iy felt that ieouitv deve‘opment was aﬁ individuﬁi matter usuellv involving research end
scholerly ectivitiee The two-vmr eolleﬁe r It thet teeehinq skills were an important espect of
feculty &velopment The study eoneluded that i.here was no formal eveiuetion oi the ieculty
development programs, and that iaoulty development programs were not related directly to
institutlenel eoels end objeEtlvee (Belker, 1 983)
) A meetine ei the KEnEEs State University s Oenter ior Feeulty Eveluetion and Development in
Aprii 1987, produced the foliowing observation: treditionei feculty-development programs -~
geared to impreve teeehing or help faculty members personally -~ ere beooming merginal to
whets really imperient on meny eoliege eempusee todey (MeMillen April iS i987) inetﬁ
the feeulty eeveieement eetivitiee which Si;iDlJOi tthe cnengine needs of the insti*ution Were @mee
to be the most efféetive fer beth the iecultv and for the institution lt is neeemry to heve 8
preeeing Em fer ﬁeulty tﬁvelopment ectivities otherwise a ieeulty development progrem will
never be a high prierity eepinq effeetlveiy with chmge must be pereeived by eommunity eoliﬁ
IWS ee 8 preming reesen for ﬁeulty develepment ectivitie& Derek Bok, in his book Highar
Learning, says, “The must numerous and successful changes are thoss that further-the professiona!
interests and values of the faculty and do not cost exorbitant smounts of money™ (1986, p.186).
A review of effective methods for pienning ie:ulty deveiopment Wiil follew e dieeuseien ef

im thren besic changes which affect facully davelopment neecs: g

[N
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A.  Change in Facalty

Over the yeurs the fawlty hw bean mlvirig to includé ‘more pert-time fieulty members
and mmv older fwultv members, Faculty mvelopment muvitles mess these changes &s wall s
the neads of new fwltymdttmmdsufmw and axperjenced menagers of feculty.

I Now Faeulty and Part-Time Facuuy
eonagas havq been hirmg fewer full-tlma am more iﬁrt-tlme rseulty members in recent
years Part-tlme iawuy now reprasam 32 parcant m ma tom féeulty m feﬁr:?éi' Instltutlons

pereant of the Fullerton mllew faculty Is p&‘l-limé (MﬁrmaﬂVé ﬁ:ﬂon 1986) Tlﬁ?‘i il‘e

institutlon bﬁiisb of a l&ik of full committment to tm.,a (Hﬁirﬁm 1985) others believe in

fucultv both réquire a full orlentetlﬂn lo tha eollem andguud treinlng in coll@ mmg ékilla
Unlike mw full umé fieulty who qulekly assimilate into the mainstreem of the campus, the

part- ume facul(v r@lm ongoing support programs for better inlegrauon

o Orientuum

New and part-tlme faculty mambers requlre some basic information about the mllm to
ool ct comfwtuble at the beginning of the semester. “Cetter informetion at the start of the  yoor” wes
tﬁe nead axprm bv tha larmst numhar ef pa*tleipants after o yaar- lono study of new mllem
teechers (Fink, 1984, p.107). The new fecully members wantad more information about the
avanablmy of locel resources for the support of teecting ( for mmpla. the eudio- visual center),
and lnform&lm sbout the prublams lnvolvaﬂ ln tﬁ*.hinu pa*deulu- eoursas. or the prﬁblems
involved in tewhing at tha Insiiwtlm ( Fink 1984, , P 107} dunes M. Wmlams, direEtor of the
communimtlons division at Mnsm mmtv Ouiimumtv Gblleoa ln ms’@rl eondi:eted a survey of
prt-tlme ficulty members tawhing al the 53 colleges whieh beleng to the eonsortlum of tho
League for Innovation in Community Collages. Survey results showed that part-time faculty are
interested in recelving more fnformation sbout the “nitty gritty” college procedures, fwuity
evaluatlon stmﬁrdis odult stumnts end Ue pusslbillty of oblaining a full-time Iiwlty posmon

(McMillen, May 14, 1986).
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The Umversuty ef Maryland s Umversuty Gollege eonducts an orientation program one week
before the start of the new eemeetrr Eeeh new faeulty nember is gwen a survival kit which
incluties 8 map of the cenipus e syllahus instruction book an erticie on lecturing techmqves end
the evaluation form which will be used by students at the end of the semester (Mengen 1987)
Awording to Mlchael E. slegel coordmetor of iieulty development At Umversuy eollege, ebout 65
percent of all new and part-time feculty choose to attend the voluntary orientation program

Pert-lime instructors require 8 thorough orientetion to the phiiosophiee poiicies
preetiees end prooedures of the institution (Biles & Tuckrnen 1986 p. 129) Biles end Tuekmen
provide a lengthy Tist of topim to be included in e pert time fe:ulty orientetion ineluding basic
pi oeedures sueh as roll- Eeeping and drops emi ertis eﬂministretive oontaets at the eoilege, end
teeehing tips ¢ 1986 pp 130 132). This list provitbsen excellent sterting point; however eeeh
eollege mey went to supplement the Hist by including specific current issues or problems which
are Iwei in nature

Judith MoGEthey dean of edult end oontinuing education at Leeuerdie 0ommunity cmlege in
New York suggests making en orientetion videottpe evailable to new end pert-time faculty
members before the start of the new semesbr Faculty members mey check out the vitﬁ)tepe end
view it at home prior to the start of the new semester. Such a vitbotepe wouid supplement other
printed materials ( McBaughey, 1985).

Santa Monica College converted part-time faculty positions into ifty new facuty positions
in the fell of 1984 The new iieulty members represanted more than one fifth of the entire
teeching staff. A veriety of erientetion method’s were used to assist this large group of new ieculty
members: & two-day orfentation session before the beginning of the samester, & feculty
orientetion hembook and a mentor teacher to help the new feculty member through the first year
(Silvermen 1988).

All of the methode uwd in orienting part-time instruetors mey also be used in orienting new
feculty members The difference betwwn the part time instructors and the new full-time
instructors o oomes efter the orientation the new full-time instructors are assimilated much more

quickly into ca campus Iife.

h Continuing Needs of Pert-Time Faeulty ,
Part-time feeulty may be initially excited sbout teaching 8 college class. However
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many part-timers qulckly become dtslllusloned They ere not a pert of the malnstrwm of tm

college, they ore pald less than full tlme fe:ulty, and they moy even be percelved by some

full-time faculty as inferior faculty members (Bllee & Tuckmen 1986 Heirston l985

Butgley, 1986 Townsend 1986 F lynn et el 1986 Magulre 1983 84) Reseerch shows
that part-tlme faculty mtmut an acbquete on-gnng support system may damage tlm reputation of

full-time jab and are not strlvlng for a full-time tewhlng pwltlon ( the lnrhmncbnts") and
those who are eommitted to teechlng end are hoping for a full- tlme posmon ( the "wpentbnts')

'(Vaughan. 1986 oo 24 25) Voudlm reoommends that colleoes encourage the dapendents" to

beooma more lnvolvad in the depertment currlcula maatinge and in cempus committees. This form
of mvolvement mtegratee the part tlme ficulty member ancl may provnde fresh lnput for the
cbpertment The only denuer is that an inc'ree@ Ievel of lnvolvement may result in unrealistic
expectetlons for a full tlme position, and & hig‘her level of frustration for the part-tlma faculty
member ( Vaughan 1986)

lnvolvement of part-time fﬁ:ulty members mey also be eoeompllshed through m}-@
communication. In its pert-tlma fu:ulty development pragram Flagerslown dunlor eollege in
Maryland includes workshops oempus tours md lntervlew sesslons whleh ere lnten@d to ooen
the Itnes of communication between oart-tlme feculty memmrs the full- ttme fEculty,
administrators. The part-time faculty of Hagerslown are provided with & weekly informtion
bulletin which includes the names of uinlnlstrelm*s and owneelors who are on duty in the evenlnq
that partlcular week (Palmer August 1986) Opportunities for lncrﬁsed oommunlcatlen give
part-time faculty the oppartunity to conveniently ask questions or solve problems.

ﬁle of the commen oomplelnts about part -time feculty members is that they are rﬂ‘ely on

compus they come only to teach their classes. Pert of the problem ls thot moat part-tfme ficulty

members are not reuufred to hold offlce hours anu many have no offlces Tha other problem isa

lack of time due to other commitiments. The Houstm Oommunlty College System (HCCS) was
concerned about the Ik of involvement of ils part-time fectity: 75 percent of the totel foculty.
A survey of the paz t-time faculty members revmeled that they wera lritereeted ln further eonteet
and dsvelopment, end wouid be willing to devote some edditionel time 1o feculty development

activities (Bf‘mis 1983 p. 39). The district staff and instructional specialist was assigned the

14



12

task of plonning ] far,ultv tbvelopment progrom spacifloolly for the 1 ;000 wt-time faculty
members at the twenty-oight HCSS sitos The lndividuol campuses supoorted the idas of providing
mvelopment activities for pu't-tlmo fwulty, but remlreu thot compms retain automony in
enforcing procoduras which may very from cempus to oompus Mtor sttirig up & model for faculty
rbvelopment the port-time faculty members were surveyed to m the needs for development.
Seventy percant of the part-time faculty members returned the survey. Based on the results of
the nee& mment the first projects were the production of en oriontotion vltbotm, w 8
series of travemng workshops on Inslruction In addition, an "HCCS Survivol Six-Pock wos
developed for the part-timo ﬁioiﬂty Tho "Six Peck” included printad materials on tho followirig
topim General G‘ientotion Esoentiol Policioo ond Procoduros, Teu:hlng Adult Lesrners; Oonew
cmmunlcotlon Studﬁnt sorvloes md Profe&lonol Rosponslbllltlos, Evaluatian, end Orowth
(Brams, 1983, p.42). Brams suggests that, based on the HCCS study, part-timers are eager 1o
learn, but have limitod time. Thoroforo fiwlty cbvolopmmt activities for part-time faculty
must be short, convenient, and relevent.

c. Ioacmng Skms tor Now w Pwl-nme Foeulty

1987). The Study Group on the mltions of Exeellema in Highor Edioitlon (1984)
recommended a full training » proy‘om for new end part-time college Instructors which includes
the basics of tmllng syllobus writirrg. lecturing, leading dlseusslons, ﬁlmmo indivlduolizad
leorning exparimoes and mlmlm md ovoluatin’g’ tests of vorious typoo. The Univ’éréity of
Meryland's Umverslty collem holps part-timo faculty members throuw sueh 8 program:
Mu'ylond's program omphosizas the tbvolopmont of ] sansmvity for the speelol neadlo of odiﬂt

1eerner's { Mangan; 1987). Hinds Junior College in Mississippi has addressed the special needs And
limited time of part-tlme ﬁoulty members by @veloplng four ona-tby modiles which fows on
teeching techniques and curriculum development (Polmor August 1986; Rabalais & Perritt,
1983). Part-time facully members participate one day each semester for four semesters.
Spreoding the workshops aver a longsr poriod of time gives faculty membars 2 bouor opportunity
toobsorbmomoterlolondodmloosowm they've lormdbofmthonoxtwwkm the
following semester-

e’m method for ensurlm good teoohlng skills in new fooultv membors is the mmtor prowom

usod by the Universltyof Eeorgio Each junior profassr is assigned a mentor for the first yeer.
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This brings new feoultv members tnwther wtth sntor ooll@uos known for m teaching, and
oontlnues the instltution s commitment to teu:hlng ( Bovur 1987 p. 156) v. c LA lws a similer
pro;ram for new instructors: new tnstructors are taamao wtth more experienced faculty
members to whom they cen turn if they have quasttons New feculty may also videolape their
classes and critique their performance (mnwt 1987). Vista Collegs, & noncampus community
oollem in eollfornla also uses a form of staff tbvelopmont throum peers The tmhine staff of
Viste conists primarily of pert-time fwulfv The most expariemod fmultv mombers eeo‘st new
Twulty members by conducting workshops on all ospocts of taoohing and leorntng Exper ienced
pert-ttma faculty ‘members are also availeble to provide individualized assistance to new
part-time feculty ( Palmer, August, 1986).

ln-servtoe faoulty thvelopment activities for new and nart-ttma tnstructors sﬁould be
plenned at intervals throuﬂnout tho semesbr Instructors would benafit by getntng positive
reinforcement of good tewhing methodi and port-timo instructors would gain a stronger sense of
involvement with the college.

2. Older Feculty and Expertoneod Foeulty

Tlie fwultv is getting older. Since the 1976 s tho woentm of faoulty members in their
fifties and sixties has increased tramotioelly. End by 1990 the iverigi ﬁoulty member will be 49
(Mcmnen, April 15, 1987). The risk for faculty burnout s trmastnq emong exper fenced
feoulty members Stugnettm and boredom may also be a problem among o1fbr fioulty membors
Hernish and Creemer (1985 86) use the term routtnizetton to dismbe the Bpicté of the
ooneoe toaohtng job whioh may lead to stwwtion same schedule, same text, same classes, some
pﬁﬁlems with atucbnts etc. Renewal is the logioal golution, but It may be difficult to eonvinoe
some faoulty mombors that they need renewal. Howard B Altman uf tlio Untverstty of Loufsville
sws "The first stap in renewing anyone is (hat that pu‘son wonts to bo remmd (wmktns,
1986 p.2 I) Itis poosiﬁle that the faculty thvelopmanl ectivities mey rrot reach ell of tho faculty
members but f some are reached the entnustm mw spread to the hord-to-reaen. eollems are
utmzing various types of renewel ecttvtttas o mest the many varytng neads of the fieulty
members: activities which emphesize revilalization, wttvltiu whleh omphasiza new tewhlng
methods ectivities which gtve multv membors tho opportunlly to guln wrromv In the dlselpllno,
and retraintng activities which prepare faculty members to teach in arees of high demand.
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a. Renewal and Revitalization

Sahbaticals: The original form of faculty renewal was the sabbatical for the pursuit of
advanced deureee and scholarly work, and toiby it is still the most common form of feeulty
development (Bwer 1987, p.134). One of the excellent progrems of faculty renewal whlch
effectively utllims {aculty sebbetleels is the Bush Foundetion program i’or faculty development in
aneeete end the Dakotas (Eble & McKeachie, 1985) Fa:ulty ere enowreged to proposs projects
fer relmed tlme mcludmg reedlng and studylng. pursult of advanced mgreee oonsultetion with
eelleeguee trevel grents to attend seminers, meetlngs with outstanding faculty &t other colleges,
and funds fer visntmg prefeseerships (Boyer; 1987; p. 135)

&mlnt'ltﬂhtk eemmunity eollegw are known & ee teaching institutions There is very

httle tlme for ressarch. Robert E Perilla, president of Montgomery eollege in l‘lerylend says,
(bmmumty college feculty are losmg their enthusneem for their sub]ect matter because they are
not involved in scholership == they are getting stale” (Fleller, April 23, 1986, 5.21).
Pertieipmte in the 1986 American Association ef eemmunity and Junior eolleges Meetmg
rwommended thet administrators enoeurege research emong community oollege faculty members
by offermg morel support and released time A reeent meetmg of the Aeeocletim of American
Oollm entitled New Knowledge, New Teeehing, empheeized the peeitive reeults of oomﬁlmng
current remrch in the discipline with good teaching (Heller & MeTgih’ 1987) Mentoomery
Collm, 8 two-yeer college in Maryland, provides eneeuregement fer seholership with relessed
time. Seholrlv activities suggeeted mthe eellege pelieiesrmeneelimlud'ethe follomng, writmg a
paper for publication; participetion in a perforiiing arts activity; such & directing a ;Tay or

oonducting an omhestre creeting an ertistic werk sueh ee 8 peinting ora mueioel oompoeition

holdlng 8 major office in a dlﬁ:lpline-releted professional orgenizetien, &veloping knowledge in
the state of the art technologiee eree end up-deting teaching competenciee through the reeding of
on extensive bibliogrephy of works esa partof o program (Parills, 1986).

A Change of Pece: Oollem which are depender’ upon vital feeelty members ln the
cleesroom must ensurs vitelity throum faculty renewel (Boyer, 1987). The Dallas Oounty
eommunity eolle;p District hos rev.:gnizui this need for many years: their cereer Development
end Renewal Progrem (CDRP) ste"ted in 1974 (0' Benion. 1986 p.27). CDRP offers three tyees
of leerning experiences: epeciel pro;ects understudies, snd internships. A speciel project is



designed by the faculty member worklng with a mentor to explore a toplc or leeue The
unda-studles program givee a faculty member the opportunity for job shadowing to better
understand another work er area 10 leern Job “H"S for the current job or to axplore a new career
opportunity. The internship preg-am iso short-term Job c'hmm in which the faculty member
SErves 8s 8 temporary substitute for an administrator or dlvlslon chair who is on lee':e for one
samestar All of thess activities take place within the Dalles eounty eommunlty eollage District
(Ceswell l983) -

ln addltlon faculty members nave an opmrtunlty for a wmporary faculty exchange. The

QQC A glves faculty members en opportunlty far a steff

members benefit from the enhanced umstendlng of anotner instltutlo.i s philosophies and goals;
and both lnstltutlons benefit from greeter lnterlnstltu‘mel oooperetlm and tommuniication
(O'Benion, 1986). A veriation on this themo fs propesed by David Seffell of Ohio Northern
Unlverslty enoaurape faeulty to "@op out” for @ ywr to pursua othor lnterasts in tm buelm

wltn any government aff lea Sueh a posltlon mey need to be pertfal ly supportad by the col lege. 238
sabbatical weula be funded ( saffell, 1986) The benefits are faculty renewal, and a new outlook
on the pr&:tloel applloation of the subjeet metter

Eﬁﬂ:&&éﬁiﬂs Anether of the ﬁoulty cEvalopmant opportunitles offered hy DCCCD is
] mountain ratreat near Santa Fa NeTl Maxleo Thls oonferanee ls "3 hfgih quallty, low cost
community~buliding exper ience éﬁlgnea and presented by peers” (O'Banfon; 1986, p:29). The
expartlsa of partlclpants is utlllm in the short coursss, workshops; semlnars. dlseuseiane. En’d
recreational activities. District funds are not used tD cover the cost of pertlelpatlng ln H\ls
ectlvlty Costs for room, bwd and trenspwtetlm ere the respmslblllty of each pertlelpant
however partlclpents may apply for employee davelopment funds or mlnl grante ta poy 'or
pertlclpatlon in Renewal Week. Presenters are provided & stipend through a District Foundation
Orent.

OOPROF the Oooporatlve Program for the Professlanal Rem'ewal ef Faeulty, (Unlverslty of
Nebraska), enables professors of agriculture to develop career growth plans in the tranquil
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environment of OkUbojl Iowe The retreat IS elmed et renewing professurs of agrlculture by
mistmg them to meke new career oommitments m the field of sgriculture. One mstructor ci‘iose
to learn about the role of computers in mriculture, another developed a new career path in the
field of third world egrlculture (Mci"hllen June 18, 1986).

The new oollega prmcbnt of Wllk- Oollew, in Wilku-Burre Pennsylvomo félt thut the

durmg hls flrst yeer, but they were sparsely ettencbd So he plenned the college's first
college-wide overnight retreet for I:ebor Day weekend. Neorly all of the foculty travelled to the
retreet Iocatlon 40 miles away, and had a ehanee to mt to Enow feoulty members in other
development activities to prepere for the 1999 8. Grant money was used to cover the costs of the
retreot and the follow-up ectwities including pwr—eveluation d’evelopment of interdisciplinary
cl , and fﬁ:ulty revitalization and retrolmng oetivities The retreet, how,ever,f is an
oppor-tunity to assess the work which hiss besn accomplished by the faculty in the past, and to plan
for the future year. Willlam H. Berquist, president of the Academy for Professional Development,
says “Retreats bresk down linear lines of suthority and allow fer ereative planning, which ]
day-to- tbvset-updoesnot" (Heller, September 18, 1985, p.31). Berquist also states the need
for follow~up ofter the retreot Retreots cen be useful in promotmg creative thinking,
team- building, and incream oolleuiality among faculty and edmlnistrater&

Mﬁm The Dallas County Community College District elso supports an eetive
Empioyes Wellness Program. Each of the seven campuses has & wellness coordinator who is also 8
member of the District Wellneee Committee. To support weliness aetivity participation

employees mey teke up to one end 8 helf hours of work time eech week ; matched by one and e half

hours of personol time, for & total of three hours of ectivities. Activities are plenned and
ooordimtil éu?ﬁ montﬁ by the eaiﬁos éﬁﬁ-ﬂiﬁétoré '(O'Bmion 1986 p.30). These four
Evelopment progrems of the Dallas Oounty Oommunity College District demonstrate a clear
eommittment to faculty renewal and weliness.

] The University of Georgie held thefr first two-thy ieoultv renewol oontere'.ee 1ust before
sehool sterted in September 1963 The omferenoe program wos designed efter foculty members
hed been surveyed to tbtermine arees of interest for personel ord professimal growth.
Aproximately 250 feculty; steff; and spouses attended first conferance. Because the conference
evaluations were very favorable, 8 second conference was held {n September 1984. Both renewal
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eunferences were held on Thursday from 1:00 p m. te 9 lS p:m., and eontlnued onF ri@y from
9:00am to noon, with L] concludlng lunicheon et neen The toplee of the conference emphasized
personal holistic develupment activities on the fellewing teniee time management nutrition,
assertive behavmr mterpersmal cemmumcetlen ereetlve leave opportunities, dealmg w:th
femily problems stress mm@ment relaxation thrauq‘h hypnosis plensing fur retlrement
managing your nersonal finances, dugl career families, and many ether topics for the perwnel
grewth (Jackson & S'mpson, 1986) ln ed‘ditmn sighty percent ef the conference partlclpents
eempleted 8 Health Risk Apprelsel Lnrough eonference pre—reglstretlen The results were
distributed et the opening session with a detetied individualized analysis of the health rlsks and
behaviers which would lower these risks (du:ksen & Simpson; l986) An ergenized program of
holistic ﬁeulty d’evelepment erides the pntentlel for increased professional effectlveness and
may glve the ins’ttutlon ] greeter sense of commumty

 Capingwith Stress A recent survey of American Faculty by the € earnegle Feund’etlon for the
Advancement ef Teeehmo shows that forty pereent of the feculty surveyed eamd wlth the
statement "My job is the source of considerable personal strein” (Boyer, 1987, p.132). The
facters which centrlbute to this stress lncluch tough mmpetltlm for promotion and tenure (ln
fuur-yeer institutions); low pey and poor worklng emditims, tight resources; end lewéh’eﬂ
mobility. ngh expectstions end Type 8 personalitites also contribute to stress, pertleulerly when
work bwumu the main focus in 8 ﬁeulty member's life (Stncklm. l987) On several campuses
dw:snon chairs are trained to detect ﬁeulty stress eerly Faeulty members at Appalachian Stete
mey vns:t the fu:ulty counseling eenter te und'ergo Eiofeedbeck therepy {Stocking; 1987). Hehstle
faculty development activities and werLsheps on stress can help feculty members become aware of
ways to mpe with stress

_ Jmproving Marale. Aeeerelng te the 1984 Carnegie Founcetion Survey, the morele of
fieulty members is low. Faeultv believe thet eee@mlc slmehrds are toe low, students are too

week, and faculty compensation and worklng conditions ere inadequate (Jacobsen, 1985). A
cemaarlsen wlth dﬁta from the 1975 Cerneule Foun(htlon survey SlWE that the levels of
dlssettsfeetlen have hereesad Another ¢ common cemplelnt is that there is e lack of eellegla.lty

faeulty merraers rarely oet logetﬁer wlth others outslde tlﬁlr m?pertmenta Kenneth Eble ( l985)

members because other frlendly faculty members een be e pmitlve source of feculty morale in
adﬂltlon retreats and other forms of on-going holistic development activities may help faculty
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members to moke more friends on campus, and incraase faculiy morale.

ncouragement of [noavation and Change. Faculty renewe; oonbeaby productofcurrlculor
innovotion ﬁctiviti&s which involve the faculty members in sctive innovation to respond to
ehong&s wuli shmulate the faculty members out of 8 oomplwent amtude toword college teaching.
in the 1960's s hundi‘eds of faouity members at many colleges were involved in & mosswe reform of
college eurrieul& over & flve year period iwenty percent of all oourm were replwed or
reorgomzed ond new oourse offermgs wer added at an average rate of nine peroont per yaor (Bok
1986, p.187). Feculty rnembers at meny institutions are currently invoived in raorwnizing
curriculum to meet the needs of tod?ry‘s students. Soma institutions have reorgenized traditionol
Iiberol arts classes into interdiseiplinu-y programs in which the various subiect aress are
interreloted (Astin, 1985, p.162). Faeulty d’avelopment activities oan be the cataiyst for
mnovotiun However support for lnnovation by top ministration isr necessary Faculty who are

involved in innovatiot: must be encouraged through formal rwogmtion and rewerds.

b. Tooohmg Mothodolrw
, mwrolng to saveral studies tiio quolltv of comrnunity collem téﬁchlng has thellned

dohn Rooeche director of the progrom in Oomrnuniiy College Eduootion at the University of Texas
at Austin observed eomrnuniiy college teaching in a recent study. His findings included the
fellowing evidéneo of poor teoohino:
ijeetive tasts ore most eommonly used for evaluation of student Imrning
Mony foculty members do not refer {o the ossigned text and do not assign r@ing
Teaehing in many courses is regurgitative.
Writien asignments ere inirequent
Many teachers (in classes other than English classes) do not consider ooor Ionguo;o
usage in grading written assignments ( Roueche, 1983).
Roueche is a strong omoeate oi‘ woehing excellence in the community ooiloge, ood probobly vory
few would disagree with his stance. But excellence will only come with the strong encouragement
and involvement ef top Iervel ool Iega odininistratu's

teaching worksiiops (Fléller 1982). "The foilure of this small group efther to sitrect students or
contribuia to the reoutotion of the institution through reseerch isa busic institutionol problom
that current teaching improvement efforts have net addressed” (| Heller, 1982, p.5). However, it
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among experieneed f&.ulty menbers Herverd‘s Cenler for Teaching and Leernlng has werked with
feculty to shapen their skills and menlter their classroom attitudes. Experlemed fmultv members
Ieern through non-threatening erithue sessions. md throuﬁﬁ 8 review of eudiotepes which
present incidents in the c"aeruan (Be’y’ir 1987 p: 157) ,

The University of Kentucky eemmunfty eolleee 8vstems (UKG%) hes 8 similer prurem for
fecultv TIP or Teaching lmprevement Preeesa This is an oppertumly for faculty members to
enelyze their twching and implement dm ﬁitstending experienoed teachers act s faculty
cenéiiiiéﬁie iﬁ the process. After en initial interview, the faculty consultent observes the faculty
member in cleesew on videotapes over e peried of ibout feur weeks. Then the faculty eensultmt
and fecultv member revfew the data (notes md vfd’eet@’e?e’) to ftbmw the strengths and
weaknesses, Finally a plan ef chaige ls implementad over e perled of elght weeks and monitored bv
the feculty eensultmt The final evaluation comes in the final three weeks of the semester through

stucbnt eveluetlons md on eveluelfen by the fmultv cenwltmt end the feeulty member The l'tey

threugheut the semester ( Kerwin, | 985).

~ The University of Meine, Fermlmten has eslmller program of clessroom eehealtent& All
full- time fieulty were invited 1o perticipete in the progrem in \wo-person eensultmt teems
Feeulty weuld observe the eonsultmts class, and tne consultant would wServe the fEeulty
member‘s class; Feedbﬂ was non-evaluative, but supportfve Faculty membere seid that the
intereetien amony ficulty, and the opportunity to ebserve emtmr feculty member’ s classes were
the two most exeitine espects of the projecf. Pertfclwtfm fwultv members also eenvineed
non-perticlpeting feeulty membere to try observing other clesses. The mejor benefit is thet
facully members have a renewed interest in teaching, which may lead to better teaching ( Ferren &
Geller, 1983).

Mony feeulty members use primerﬂy nen pu'tiefpetoty teeehfng methoﬂi the expert"
teacher Tectures to Lhe “ignorant” student (Astin, 1985, p.160). Active modes of teeehing moy
need to be teumt to lhe 'lmw" feeulfy membe’re Actlve teiehing methods require greeter
student wtfcfpetfon, m‘d thestude:ﬂs heveeweeter respmslﬁillty for Ieernfne This mmept is
similar to Malcolm Knowles' theory of andragogy for adult learners 1984). Many participatory

teaching melhods propeeed by epei:'ielfsle in adult Ieerning would also be effective in oreetfng an
active lesrning snvironment for younger eoileoe students: contrect learning, leerning
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communities; research activities, internships entiothers (Astin 1985, p.161).

collaboration in the cleesroom is also eneour@d by & group of higher eduoetlon meerehers
who met m Chlcego in Merch 1987 et the Americen Aesicietion of HIQT)BF Edueetlon s annual
techmquee
Enoouremment of contact between students encl faculty members.
Eneouregement of oooperetion emong students.
Use of active leerning teehniwee students respond to their Ieerning through diseueeion
and writing to make thesubjeet matter relevant to their everyday lives.
Emphasis on time spent in class on particular tasks.
Communication of high expeetetions

e Respect for diverse telents and Ieerning stylee (Fleller 1987 p 18)
Through {he uss of these teohniques faculty members foster a positive Ieernino environment in
which there is encouragement for cooperation and collaboration among students and between
students and faculty.

c. The Need for Currencv 77777
Earlier it was mentimed that scholorship can eontribute to the vitelity of the fecuity
Moreover a strong commitment to students requires faculty members to be current in their
dieciplines In the academic disciplinee this typioelly involves seholerly eetivities research,
reeding ond stu&yinq. end oonferenoes or meetings with others In the diseipllne (Gromener
1986). In vocational p programs {t is perticulerly imoortent that students reeeive the mast reoent
information and skils to obtein employment in the field. For thase who teach in the voeetionel
nelds hend's-on mdostry experienoe is the beet wev to gain the current experience which is
nwueery to provide relevant and current information to sturbnte 7
Séverel eoileaee have enoooremu vocational instructors to oo to business and inefdstry for
hende-on internships Minnesota education officials and hiw-technolow induetriee heve formed e
eooperetive program which upgretbs the skil's and knowlm of the him teeh voeetionel
instruetors in the stetes Aree Vooetionel Technlcel Institutes (ATVI) Heneywell ofiered &n
inetructor internehip program end treining to thirty-three ATVI inetrueters et no eost One

instroctor Dennis Johnson, said, “During my internship, | net only leerned what new equipment
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and proeoaurec are employed m high tech industry. but | made @ few contacts as well. | oan oull
upon industry resources to help enswer @ queation or simply keep current with what's happening
in the high-tech industry. And for my students, it helps to know where the jobs ere” (Coblentz,
et nai dune 1986, p.16). Aims Collage in ealorarb has a similar [ program funded by fellowships
for interected fa:ulty members. Porticipating faculty members go to an internship position in
business full tlme for two to six weeks at two—thirds of their normal selary Lucille Eckherdt,
busmes mstructor. spent three weeks in the word proceeeing oenter of the State Ferm lnsuronoa
Regional Office. Eckhardt S recpon§ upon completion of the internship wes siiriler to that of tne

other instructors in the program "I will recommend to my colleagies that they apply for this
fellowship . .. I believe it is an excellent way for our feculty to see firsthand what is going on in
the business worid" ( Kiefer, 1984, p.34).
, lhe Broadoast Education Amlotion (BEA) has h@n encouraging college broatleast eduoators
to participate in the BEA internship program by working at 8 participating rooio station
television statlon television network, television pruiuctim fecility, news agency; or odvertlsmg
agancy William Flagorman associate profoeoor of eommunicaticns at the Unlvarsity of
with WDSU-TV in New Brleans Because of union contracts, l-lamrmen was not able to use the
muipmant but ho r it that his opportunity to observe productions and to sit in on meetings
provided valuable lnrormation for hls clasees (Fiooerman |984) In propa‘ation for teaching a
new class on broa&ast promotion Gilbert Williams. assistant proiescor of talmnmunioatims at
Michigen State University; spent his 1985 summer BEA internship in the promotion department
of CBS in New York (Williams, 1986). Two other faculty members chum to focus on news by
participating ln the news d’opartmem* oi WXEX-TY, Richmond, Virginia andWNTH v, Hartrord
Connecticut (Mestrioanni, 1985). The broadcast lndustry Is very receptive to faculty
intornships A oommon renctinn among broaoeaswrs who g-aduatod from college communications
programs wes, "I wish some of my professors had done that { Hagerman, p.44).

Fullerton College hes recsived orants for ﬁculty lnterns‘hips for vocational instructors. As
) participant in the Spring somester of 1986 I feel qualitiad to axplain the benefits of the
pfaaran The instructors who participotad in the faculty tntarnshlp program were taacnlng haif
of & niormal class load for the semester, ondg‘ant money paid for substitute teachers. My fecuity
intornship was with Pix Productions. 8 multi imam prormction eompany in Santa Ana, california

When | proposed the ides of en inwrnship ) Ri@lo Barton. prasicbnt of Pix, he was very

oo
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receptive to the ides bwouse of my previous experienee in sudio production and simple compulsr
graphim He would be getting an extra “trainable” protbctlon worker for free, ond | would be

gatung hands-on experienoe in a1l aspects of state-of-the-art multi-imaaa orodbctim business. |
spent st least twontv hours each w&k working 8t Pix, prtieipeting ina variety of proti:ciim
activities: rewnting scripts, sorting shtbs creating o slieﬁ Hbrary system creoting :rophic
"word slides” and charts on the grapmts compuler, working in the Eu’dio tﬁoirtmmt in choosino
missic and directing nerrators, going out on shools with Lhe producer and photographer, and
observing the use of the computer programming system to sync the varicus slide prajectors with a
sound tradc
o This internship program gave me an opportunity o loarn new slate-of- tlw-wt-productlon
teehniques whiéh are currently belng used for corporate troimnq pragrams, sales programs and
promotional pro;runa Multi- Imogo is popular in the business oommunﬂy becsuse it ulhizos a
biu screen for large muetinus ond it otlrﬂs more attention then more oommon vidootopea Jobs
ora avallable in Orange Gounly for multi- lmana pro:hclim slaff in Iarga oormratlms and in madia
prodmtion compenies sue‘h as Pix Worklng at Plx gave me the expu‘iamo | needed to creels the

classes for o new voeoﬁonol certificate program in Multi- lmoga Production. The first clesses will
be offered in Fall 1987.

d. nro Need for Retroinlna
Changes in Unmymdminﬂwwearmolso?stmts havehadmeffoctm
enroliment patierns. Some colleges are finding thet they have an overabundence of faculty
members in sub]ect arees of declining demand. One solution to this problem is & faculty
dovelopment progrom of rolraimm
~ The Los Angalos commumtv College District (umo) In ma eorly 1986'3 found that
physioal edimtlon arts theater arts, muslc. hlstorv swlology. ail pwohology woro areas of
declining enroliment. In 1984 LACCD targeted physical education feculty for retraining, to equip
themtoteaoﬁoi least oartofthalr louilnonotm sub]octarﬁ lnttnflrstyeu'ofthapman
tew‘hlng withe o fowlty mentor in the mw suojoct oree, wclng courses to prepore to huch anew
subjeot area In which leﬂwors ore in demend, or full-time study in a university program to
ooquire credantials for sub]oct ﬂeids which ra:llro more tooetirs Tha nrst oldmtoen

pwiiclpmts ore now teaching in math, biology, English, finence, and real estats. In 1985
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mm more raculty members from physiml education and music were being ret—rainad tn meet
new demends (Pe"wwh & Hexlar 1986, p.32).

Other mmmunitv wllms hwe exnerim similer @e]ines in enrallment end have drosaru
Féir‘éiﬁilﬁ a3 8 ﬁiﬁié Qiﬁiiﬁi Monroe Community College in Roeha?stér Nﬁv York handlad the
ssme problam of overstaffing in asimllir retr&ming program. The rsvitahzatim af the o areas in
whith the retrained faculty are now teacmm was m additional béﬁéﬂt neted at Manroe etmeoa
(Petrovich & Hexter, 1986, p.32). Florida Junior Colleges gave instructors the opportunity to
partlcipate ina faculty Internshlp 1o train fnr a new position with the eollea& Sane faculty
internships involved a college minlstrative intarnship, others involved posﬂions in bus!n*és’s
and industry (Dumbleton & Gay, 1985). Internships end retreining s forms of faculty
developinent offer the edvmtana of en individualized program based on Individial interests and
needs.

3. Managers of Faculty: Preparation and Renewal

In their 1987 report the eernegie Foundbtion for the Advarmnmt nf Teti:hirrg rmméms
raulmal workshops and sem inars conducled specifically for tbpa‘tment chairs “lo prepare them
for lauhrship with their faculty” (Bo’yir, 1987 [} 136). The departmenls are the smaller
communities wllmn a larger eampus tmrefore the dapartment chairs play a major role in setting
the tone of the department for the fecully members.

A part of the Dullas County Communit—y College Bietrict’s Career Devaiopment and Renewal
Promm (CDRP) has provided faculty with the apportunlty o serve 63 temporary replacammts
for dlvfslon chuirs on leeve. Division ehalrs mw fill in for & vlea prasi&l or desn for a
semestw Pmspectiva pﬁ*ticipanls volunteer fer this prowam end ¢ are selected on the basis of the
quality of their prmls Before sta*tlm in the new posmen, pmtlelpants ore expected to attend
an arianlation In addition, several wa‘kshops and other activities are plnnned thrauﬂnﬁt the
semestar for porticipents. The Dalles County Oummunitv OOII@ District h6§ used this program
83 8 cost-effective way (o davelop the talent of current feculty and edininlstreﬂm and to
encourage promotion from within (LaCruy 1984). Faculty members who desiro groeter
uininlﬂrativa raspmslbﬂmes have an oppa'tunity te learn by octually doing the job on &
short~term bwla Meny of the participants in the Dallas program have later been appointad to the
pmﬂluns in which they had prevlously “interned.” The participants in such a program are better

prepared than most new diviston cheirs.
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Peul Eisner Chancellor of the Mericcpe Oemmunity conége Bistrict cemmenis cn the ia:E
the ieedership level of the Americen ccmmunity coll@ movement We need a a*ysteiiized
definition of the cherectenslice and ekille llwt tiie next crop of leaders must peeeeee (Elsner
1984 p. 39). Elsner's rmnmemhticns incluh o netimwim program of leetﬁ‘ship mveiepment
for the commuintty coliem similar to the Kellogg Foundetion program in the 1960's. On a lacal
level, Elsner recommends that each community college increeses staff renewal aclivities and
provides flexible menegement designs ( 1984).

- ln response o this need the Celifurnie Assmietim of Community Celleees (GAGG) hes
initiated the iirst two of & series of new stetewitb steff development progrems threuﬂi the new
CACC ﬁrefeseienel Beveiopment Acedemy A Preeimnt smmv for community collegs CEO's s and
] Leedership Biweiepment Metﬁmy for new and exper ienced euninistreta'sw managers will bs
held for the first time in the summer of 1987 (Professional Development,, 1987) In etiiiticn.
the annual Celifernie Great iﬁciii‘s Séniner hes become a part of the Proiienal Develepment
Medemy The meeisiml eriepment kedemy is an effort by CACC to form @ cecrdlmted pien of
statewide staif deveiepment eetivitiee for all community cciiege steff: Presidents, Deans, Division

Chairs, Faculty, and Classified staff.

B. Change in students 7

7 The student populetien of the cemmunity cclleoe is Gﬁenging 10 include more adult sturbnts.
mcre underprepered students, more part-time students and an increased diversity of ethnic
background.

1. Mult Students o
Accerding te the Netienel Center for Education Stetistice. ihe parwni@ of college students

eeed IB 024 1s declininq. but the percentege of college stutbnts ewd 35 and older centinuee o
climb ( Demographic Forecasts, i986) The percentm of adult students may be greater in some
cemmunity coileoes then shown in Astin ) Fell 1986 survey ef Americen cellege Freshmen Te
Ecﬁipa-e. 93 percent of cellege freehmen in all types cf institutiens ere between the ewe ei
eichteen ond twenty (Astin, 1987, p.39). Hmvever the Fullerton College Fall 1986 enroliment
fiwresshcw thetcniv348percenteftnestmtsu‘ebetweentheemeeieid\teenmtwmty
ond 38.7 percent are age twenty-five and older (Fullerton eeiie?ﬁ 1986). This iigure is
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slightly hiem‘ then the U S (:ensus Bureeu ] 1980 report which shows thet one in three eell@
siqniflcent enwm for & reexamination of mnng methuds um In the college classroom.

Meny sttﬁies of adult leerners show that adults prefer different {eaching methods from thass
preferred by yeunwr students (Humes 1983). Heleulm Knewles advocates the use of an
endragogical model in teechino adults { Knowles, 1984). The theory of andragogy presumes that
edulie prefer eutommy rather then mpendenw on & teacher. Various studies of aduli learners
have found this to be true (Schwariz, 198S; Keswwm 1980). Adults prefer an active learner
role (Keswerm KitB 1973) they have m mtie life experience which may be called upon in
cleeereem diaetmims (Keswwm Sch\vertz Ridﬂer-mtim 1986); amd thw Went informetion
which is immediately epplleﬁie to thelr perml or professional lives (Smwertz) Mults alao
prefer a self-directad stylo of leerning which involves problem-solving and precticel learning
experfences (Hughes; 1983).

Alen B Kmx profesor ef eentinuim Edueetien et the Universiiy of Wisconsin advacstes
8 well ermmzed plen ef feeulty development for prepering qulty members to help edults leern,
Kmx prm ) plmmng meetlng wmcri lthntmee specme ebjeetlvee fer leernlng ibout eTlu’l’l

edi:lt lﬁﬁs (1986). Someof the tewtﬂng methods whlch mi@nt be mtrediaeed in the in-servlee
sessiens lnclud& leerning contracts action leermng projeets eelf-mmmts and eentent
mastery (Knox, 1986). Beceuse thers are so many idees which may be useful for faculty
members. the preblem in emductlm foculty devlupmem u:tlvmes ls ln narrowing down the
pregrem tee few specmc new teaching skills which mey besupplementw in additional workshops.

7 The literature shows that there ore signiﬂeenl dmwems belwwn Gims end younger
students whlch mist be emsicbmd by fwully members in the cleserm qulty members may
nead lnfermetien en edﬂt stutﬁnts in order tn teeeh adults mors effectlvelv Feeultv development
eclivltiee whieh eﬁ‘eee the needle of adulls are lmportent for the emthueﬂ vﬂnlity of the college.
Beeeuse eﬂul& Eehtinue to beeeme mere lntereeted in Mmer eduoutlun eulleae faculty must
oonslder the best methods fer teeching these new “customers.” Tewhlng methods which mﬁt the
needs ef eﬂiﬂt leerners will reeult in a better Ieu'mng expa'lm for the iiim studEnL
eemmumty eelleo’e?e Whleh do not eddress this needmw ﬂnd their edult students leevine toettend

ether institutlens ef hlgher education in which thy teaching methode are more compatible with the
adult leernlng styles.
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2. Underprepared Students

The typical college student has poorer reﬁinq and oomprehension and study skills then
college students of the past. Even the stuebnts ooknowledga that they need holp forty-two percent
of todsy s college frwhmon say that one very importont ﬁctor in their d'amsion togo @ to college wes
8 tbsire to improve reading and study skills. This fieure is twice what it was tan years ago (Astin
1985, p.212). Min s survey of freshmen also Shows that over the past ten years the poreontaga
of fr&shman Who say they will need tutoring help in sp’eeiﬁe coursss hes néérly douibled ( 1985
p.212).

it om ot appwr tnat the quaiitv of incoming college stueﬁnts is improving peroeptibiy
The SAT scores of the high school seniors of 1986 were unchanged from thoss of 1985 a combined
averaga score of 906 out of 8 poosib]e 1600 Howovor this is somewhat higher than the scores in
1980: ths combined cor score averege wes 890, on all-time low. The all-time high SAT combined
score average wes 980 In 1963 (SAT Scores, 1986). The National Assessment of Educational
Progress oondoetod 8 litorocy survey of young edults in their garly 20° 8 ond found thot six peroent
could not reed at fourth gwﬁ lovel twonty peroent could not read at eighth grodo leval and 38.5
parcent reed balow the eleventh grade level ( Many Adults Do Poorly, 1986). The summary of this
roport did not make clear the proportion of those survayed who are currently enrolled in coilego
if tm. who are net eurrently errollod in eollem should decide to enroll in the future, the
population of undérprooared students may increase

The results of messment tests conducted at Fullerton college in Fail of 1986 revoal the
following informatton ntne peroent are re g below the ninth gruio Ievol ond twenty-six
percent ere wrtttng below tho ninth grads Ievel torty-sovon pemont ara reoding at ninth throu*gh

olwent.’i grade Iévols and fifty-eldit peroent ore writlnq at ninth througn eleventh gram levels;
oniy forty-four percent are reading at the twolfth grado Ievel or ebove; and oniy sixteen percent

pm wrtttng skills at UE welfth grodé levol or ebove_ The math results are Worse:
soventy-two percont are not able to eomputé Witn bmio sixth ﬁrado arithmatic skills; thirty-two
porcantcb not have skills in booio htgh senool algobra ondoniy twenty-three pereont qualifv for
instruction at intermediate sigebra level or above (Cordrey, 1986). Other colleges have even
Iower levels of prowation tmad on enterinq assesomont tests. For instance, Sen .mnn Dolta
Oollm in Sta:kton Goltfornta robo?‘ts thot only twenty-ﬂvo percont of their students sre
prepared for college-level reading and writing. and only ten percent are reedy for college-level
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math éié&Téé (Lewis, et al., 1986). The same study shows that the performance on assessment
Qats veries by ethnic bwkground Caucasian students were twice s likely to score in the highest
reading lévél 8s their fellow students from other ethnic backgrounds (Lewis, et.al., 1986).

The quasﬂon fur faculty mambers of non-remedial clé@%éé is, "What can be done to cope with
the underprepured stud:nts in regular callege clm without Mreasing the quahty of
instruction?” One solution is to prov:de more mdlwduahzed mstrlrctlm However mast feculty

members cbn t have sufflclent tlme to spend with every umarpraparéd studént in & large class A

tuterlng hos been widbly uaed in the elementary schools for many yws The udvanced students
master the subject thrauqh teachinq it; and the siower students are given the individual attention
they need: both students benefit (Astln, 1985, p. 1 65).

C. Incressed Ethnic Diversity Among éaiiaaa’ Studants )

Astin s study of the nation's oollege freshmen shows white majority of eighty-fwe percent;
8 5 permnt nf the freshmen are black; 2.5 pereent are Asim-Ameriean and I 2 percent are
Mexican-American ( 1987, p.39). The student population of Fullerton College includes students of
the f&ii&ﬁiﬁé éiﬁﬁié backgrounds: 72.2 percent white, 11.6 percent Mexicen-American, 8.6
pm:ent Aslan-Ameriwn and 2 2 chnt biack (Fullerton College, 1986). The prob’e’rtien ef the
various athnic groups in the studant population of & community eoll’a’gi will vary wi@ly due ta
focal population dtaru:teristin and changes. Populetlon prejeetioné show that the future studént
population of Fullerton College is likely to include increesingly larger proportions of Asiens,
Mexican-Amer icans, end Blacks and & smaller propor-tion of Coucasiens (Cordrey, 1986, p.2).

D. Part-Time Commuter Students
The majority of community colleges are commuter mpuses with no rﬁi&ﬁtiél fa:ihties

In community mllm nearly all students are commuter students who llve in the local area Verv
ﬁw ecmmumty collegas have residential fecilities. Of the 105 California c::mmumty c::llm omy
mne have rasid’antiol facilitm Bekersfield eollew. collew of the Redwoods in Eureka, Lussen
ealleoe in Susenvllle Santa Rdsii dunior eﬁllﬁﬁé. Shasta College in Retﬂim, Sierra College in
Rocklm Taft College, West Hills eollédé in eoelinga, and Yuba Oollege in Merysville (Lehman.

1987, pp.20-21).



In the past e iorqer proportion of students were full-time stucbnts with fewar distractions.
u.s Beportment of Education statistics show an incrming peroentoge in the netion s port -time

etucbnts in community ooiieo&s in 1970 only 48 percent of all oommunity ooliege students Were
port tlme stu@nts but by 1983 64 peroent were pﬁ"t-time stucbnts (Carnegie Founthtion
1986, p: SB) The 1986 enroliment stetistim for Fullerton coiiege show that nearly 70 percent
of the students attend oollepe port tlme (rullerton College, 1986). In other California
community colleges, the highest peroentege of stu&nts attending part-time is 98 peroent at
Coastline Community Coiie’ge in Fountain Yalley, and the smallest peroentope is 24 peroent at West
Hilis 001 iew in Coalings, one of the residential col Ieg’es The port-time stuoems in most ealifornia
Oommumtv Colleges account for between 65 and 80 péroént of the total student population
(Lehmen 1987). This means that the majority of students have other oommitments and meny
distractions which mey couse difficulties in completing esignments ror ooilege eiosoeo ]

Arthur Chickoring reports that commuter students cb not gain the s seme full ooliew Ieorning
experience which is typioal of residential ooliew students. The Cm‘negie Foundetion for the
Advencement of Teeching recommends that cotleges meke en ective effort to involve the commuter
students inc oompus activities (Boyer 1987, p.21 {).

How oen the feoulty get involved? One solution is to crmte small imrning communities for
the studénts in which they can become octiveiy involved (Motthews, 1986). The F ulierton Ooiiege
eommoniootions Division hes been successful in creating an ective Ieernine environment for
students in the Radio Broedoasting Progrem Students are involved in all espects of the radio
station operation as8 pert of the academic program in redio broecbestim Ali students in the radio
prooram use the same stodios and fecilities, so there is wnsideroble interaction smong students of
difi'erent skill levels who are in differ-ent redio classes. Studios are inan open ieb whlch enebles

students to sign up for iab time to work on projects seven deys a week between eight in the
morning and ten o'clock in thé evening. Radio students know that the radio station is their Blaee

where they will find other friendly feces ond paople with similer sttitudes and interests: For this
resson, the radio swdents spend & considerable amount of time at the radio station, even t night
and on the weekends. Faculty members encourage this fnvolvement by calling the Fadio station a
"Professional Learning Environment.” It is a comfortable leerning environment for eproximatsly
125 stmnts 8 mueh smailer environment than the Ieroar oolieoe environment of over 17 ;000
students! Chiekertng’ oiy’e that oommuter stmts are less involved then residential students
(Boyer, 1987, p.211). However faculty members can be instrumental in creeting the simuiation
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of & residential enviranment through the creation of smaller learning communities within eech
disciplinary area on compus

C. Envnronmontoi CIiﬁigos

Ciimms in socioty happen rapidly; and community oollews must be‘preporod to cope with
the chanws wnic*i may havs & direct impact on the oollege enrollmant patterns and student
chorooteristim Some oi‘ thess changes for Orange County ineludo an inereasingiy diverso ethnic
populotion new technology, the condition of the local economy, and state public poiicy iSsues.

1. Ethnic Population

~ Robert Jensen, cmmeilur of the Ranciio witiam Community t:olloo’o Bistrict in Santa Ana,
Galirorma is concerned abaut ooping with tho inoreasing numbers of non-native Engiish-speo&ing
studunts Currently Rancho Smtiap College provitm Engiish language traimng to more than
10,000 non-nalive residents (Vensen, 1987). Jensen is concerned about the ultimete fmpact on
Branga eounty "Without a trained workforce, Orange County cannot long survive a8 a vibrent
econom ic force..-"( 1987).

The Asfan population of Orange County has grown with 80,000 Vistnamess and IS ééo
t:aotions ond eambodims Thess cultural groups are likely to ouuso the Asim-nmerioan populotion
to inereaso at Fullerton College and at other Oronm County oommun'iy colleges in the neer future
(Cordrey, 1986. p: 2). Aooording to Jensen (1987), the immigration end birthrals palterns
show that in the next five to ten ; years, Orange Oounty's minority population will becore the
majority.

B Feculty mést be prepered to und'arstend the culturel diffwm und the probioms of
iarm oomifotency Faouity uoveiopment ootivitias “may edirose thess issuas by providinq
faculty members with more information about the various minority ;roups This will provide
feculty with a better undorstanding of he cullures, and a better undsrstending of the motivations,
Teerning styles, and languege difficulties of the minar ity students.

2. Teohnoiogv

New technology hes fo-ced institutions oi hiﬁier oduootion io resvaluate tﬁair role with
businasc ord industiy A oooourative eiiort betwwn hidi tech industry and oolieges oon rosuit in
some outstending programs which will prepare stidents for work in high technology (Useem,
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1986, p.2). Ussem notes that mdustry-aoed’emio ties ‘appeer to be closest in the filds of
engineering and t:iotechnology (1986 p: l77) New technology lS here today, end community
colleges must closely examine their roles in preparing students for future careers in fields
involvmg higli technology.

Computer literacy is essentiol toduy Several imulty tbvelopment progroms ‘mve uﬁrwsed
this need. Santa Monica CUII@ purctiased ten Compeque computers in the Fall of 1984 for use by
faootty members Data prwaeslng feculty membws were ostgied to toech other i'oculty members
Ievet of interest in Ieerning to use the computers throuui participation in the faculty devalopmant
progrem (Stlvermen 1985).

Ehanging teehnology in the workplaoe hes implioettons for wmmunity oolleges Many
two-yeer oolleges are starting job tratning programs for local businesses trrat want to hire new
employees or retratn thetr workers (dmhik 1986). Three of the oollages in ttie Los Angeles
Community College Blstrlct are providing tretning for Lockheed employees who would otherwise
be replaced. Myrna Flerrleon of the Merioopo eommuntty College District, says thet voootioml
progrems hove always been 8 pert of the oommunity oolle@s "but now we're .. finolng out what
employers want and providing it* (Jaschik, 1986, p. 15) Changing technology can provtde
uﬂitionol enrollment for eommunity eoliem vocational programs which are willing to provitb
speciol servioos for the needs ef the buslneee oonveniant sehettul.ng end custom programs

businesses and employees.

3. Lwel Ecomony

Br unge eoonty currently has one of the nation’ s himest per capita incomes; one of the lowest
unemployment rates, and one of the festest rotes of businoes growth Job growth tn Orenge County
{s expected o continue to be double the national job growth rate. The percentage of those who work
tn menufeoturing in Orangs county fell from 26.1 poroent ton szaw to 23.1 percent in 1987
Government wortiers also decreesed from 14.8 perwnt ten yeors a0 to 10.6 percent of the
workroree in 1987. However; 56 peroent of Orenoe County s work foroe ore currently emoleyeo
in the three industries cruciol for iuture eoommic growth trooe eleetroniec end servioes

Nationwide only 48 percent of the labor forcs is smployed in these throe aress ( Muir; 1987);
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For community colleges in Orange County thess stetlstl& heve severel lmplleetlons
Beceuse the unemployment rate is so low; the number of people avenléble to teke college clem is
elso low. Tho& who do enroll in the college are probably employed at least part tlme Evemng
stu@uts are probebly employed full-time, end are returning to college to gain skills fer )ob
advancement or career changes. F or most students attending college is not the maln feeus ef their
lives. Feculty members are probably eware thet many stu(ents have outside committments.
Faculty members who want to promote growth in thelr progrems may consider alternetive
methotfs of scheduling or modular short courses to better meet the needs of the students who are
employed

~ Astrong business economy also provides an opportunity for community coll@s o provioe
edueetlonel services to local businesses: A business 1iaison et the college may promote to fecuity
the idea of ereatlng short courses to be offered to businesses for a fee, Courses mlght include

Engllsh usege for busmese ‘communication, lnterpersonel oommumoetlon skills, word processing,
and any other courses which have eppheetlon in business.

4 Publlc Poltey lssues

Because the majority of community eellegm are stete—supported funding is a onticel isue.
A tack of state funding may make it difficult for feculty members to expend their progrems, or 1o
implement innovative new programs. Therefore it s important that feculty members gain en
awereneec of ttve important policy issues which affect the governenee end funding of the eommunity
college. Throum e better understanding of nublfe policy leeues faculty members will learn
exactly whlch policies have a direct impact on their programs, and what can be done to work with
the system for innovetlon and growth

, T lve Revlew of tne Nester le for ngner Edlieetlon ln Bellfornle hes reeommen@dchenges

instructlon ene of the proposed chengee is to lnstftute differential fundfng (Cordrey, 1986,
p.13). The costs of running equipment-intensive progi-ams would be taken into consideration
when funds are distributed. This oould be e grmt edventew for fe:.ulty memb?s who teecr
expenslve classes: classes whlch use computers md veeetlenal elmee whleh uss expenslve
equlpment However thls wlll also mesn less fundlng fer the tredltlonel "chﬂkbe’erd" clesses. If
faculty members are made ewere of the impeet of such pebl policies on their progrems, they
may become more involved in the strategic planning process for their depertment
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The 1979 eenn Inmetwe which ties growth in the hud;zt of commumty coll@e to an
increase in poeuletion ond lnﬂei;ion has limited the ability of community colleges to edequeieiy
cope with the changing needs of under prepared students and non-native English speeking students,
moordlng to Robert Jensen ( 1986). qulty ere dlreetiy affected by tﬁi§ lack of aaa ﬁﬁéﬁéiﬁi
support for extre personnel to help these studénts bweuee theee sttxbnts enroll in regular eollem
classes without trdequete oreperetlm Feeelty ﬁvelooment eetivities may provide a partiel
solution until funding for additions! remedial instruetors beeomes evellebie Through faculty
devclopment workslfops fﬁ:ulty may learn teeehing teehniques which are effective for the
ijnaéf'ﬁf'éﬁﬁ‘éﬂ students and non-native English speaking students.

Fur advocates of fe:ulty tbvelopment one of the intereeting propeeels oi the Mester Planning

COmmission is the rwommermtim for profeeeienel oewlopment for both feoulty ond

"86 P 15) If peeﬁ by the siate, this legisletion would provide e mandate for eellems to
beeome more actively involved in steff tbvelopment activities.

The initiative for fieulty tbveiopment must come primerily from the fecuity (Hynes,
1984), end must include input from division chairs and deans { Boice, 1 985), and strong support
from the college president endlor chenoeiior (anee 1984 Day, 1983; Armes & OBenion
1966) An "Off iee ef Instruelionel Bevelopmeni * or "Office of Rmoh Plennine md
Deveiooment ¥ "eiﬂee ef Steii Proﬁ‘in endBrbiiizetimi Dmiopment" should unrdinete all
(Hemmons 1982-83) whleh is tleﬁ dlreetly to i;he orgenizations) mels ( Hammons, 1982-83;
Belker, 1983).

A miew of meny feculty development progrems shows thot there is ne one medel for fieu.ty
will be the most heneﬂciei for the development ef the i&ulty in’d fer the development of the
Instliuiion For this reesm, il% eeerdinetor oi f&ulty tbvelopment ectivities should conduct
needs eeseeement by sorveyine feauity iid edminlstreters (Worsey, 1983; Boice, 19685). The
needs mey then be enelym bya eolleoe—wios feculiy Instructiona! Mvisu‘y Committes (kason
& Simpson, 1984). In sssessing the needs, the commille must be able W tie the facully
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Institutlonellzmg the faculty development progrem it will beoome a less perlpherel ond more
integral pert of the oolleae;

After the needs have been enelyzed the eoordinetor must plen activities whidi will meet the
noeds, Eu:h collem hes 1ts own speemc needs, md speciﬂc institutional goels {o be mel. The
fecullv dmlwmenl &:tivmes of eeeh eel lem mey he quite vened die lo lhe differemes ln fwulty

wi!h e Hmﬂeo bml fwulty tlevelepmmt activities may be eoeomplished lhroum the use of local
eolleoa resources: exw‘use of feculty members end eﬁmlnistrm and { on-oempus facilities
(Berthlow, 1984), Examples of ihe faculty development programs discussed eerlier show that

budgetls and resources for fecully development activities may be incressed through grants and
industry liaison.

] ftﬂer the fwulty cbvelopmeni ecuvlty. fo!low«-up xtivities should be eondueted to reinforce
lhe new skms or Enowlewe (Worslev. 1983) ln edmion on eveluotlen of 7tﬁheﬁculty
eveluetion should Incltm the input of the peruclpents and others who mey be efﬁeted by lhe
outeeme of the oevelooment eclivity: students, other faculty members, division cheirs, or
edministre%ora 7

Ihesueeeeoef enyen-oolng fiou!ly developmert prowem moendsm slroog support by the
pertielpetlm ormt-writinq. end Innoveiion and support throum 8 system which rewards the
outcomes of the faculty divilopmernl ectivilles such s innovetim ourriculum development
exoellent teeohlng. currency, ec‘hole?a‘iip, profeseional ecuvﬂv, olher ooeelble posmve

outcome& AS GEO of the ergemzetlm the eollem president or chencellor is omoeblv ewere ltiet
the mosl veludble and custly (nvestment of {he organization is the human resources, It makes mod

sense 10 help this investment o appreciale in velue réther then ellewing it fo become
non-praductive through neglect.

Summary

Itls Imporlmt for the oommumlv mlleis to not only mpond to lhed\enges but to {ake @
pro-ectlve eltituda in entieipeting ehenoe o prepare for the future. ﬁmording to Thomas P
Wallace, chancellor of Indiena Unlva‘slty-PurEin University sl Fort Wayne, success in
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innovative faculty development activities which facus on the needs of the future will require a
different rewsrd struciure in which feculty members are rewarded for echisvemenls in
inrovation (McMillen, April 15; 1987). With encouragement from college Teadership, facuity
members must take ths initiative in changing facilty developinent activities 1o meat the needs of
the college, both today and in the future.

A
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1. Methods Currently” Utilized in Business

Overview

The llterulure of business eontlnues i emphaslza lhs lmportnncs of staff development. In
their book,, l&mh;ﬂl:ﬁxﬁ&llﬁnm Peters and Waterman carafully outlined the important role of
humait resources development in the “excellent™ corporations ( 1982). The journsls of training
and developmant are packed wnth Stm storlas which demonstrate hew tralmng can ald m solving
corporate problems and in devaloplrrg human potential. This saction will explore ln dapth the
training which is currently bemg utilized in corporations, and the possible applieatlons for

community college feculty develcpment,

A. State of the Art in Corporate Humen Resoureas Development

A better understanding of the current status of wptrate training is necessary before
further ana!yzlr.q the eorporaie tramlng programs This rev:sw of the mast recent date avsllable
includes: the amounl of 1 money spent by corporations on traimng, the emplwees who are the
pmmary beneflclarlss of the traimng, the types of training, and ths meihuls of instruction.
Projections for the future ere lneluthd in order to gain a fesling for the probable direction of
corporate human resaurces development.

. Talivs Fa:ts and Figures

-,.i': ine 6 SpENL on corporate human resources development? km*dinq to
Statlstlts rmteﬂ ln 1986, U.S. ormnlzatlo’rié wlth flfty or more employeas budgated a fotal of
$29 billion for formal training activities (Feuer, Oct. 1986, p.33). Sevsnty-two percent of the
tralnlng thllars was bu@ted for training staff salaries, seven peresnt wes alloted for local
facilities end minlstrellva supmrt and the remslnlng twenty-ene iie’fb’si\t of the budbet peid for
outslda expendltures. such 83 _conferences, auﬂluvlsual equlpiiiéﬁt computers, and trnlnlng
materials (Feuer, Oct. 1986, p.33). Thea average snnual expenditure per corporation ranged from
& low of $11,695 for orgenizations of fitty toone humrau employees, 1o & high of $604,526 for
large corporations of ten thousand employees or more (Feuer, Oct. 1986, p.34). To compare
these flgures for &n “average” urben wmmunlly college faculty. the annusl expendlture for
orgunlzitlons from five hundred to om thousand employees wes 342 299 (Fﬁﬁi‘. Bbt 1986
p. o4) Nmrdlng to proﬂlas of excellent training programs reviewed in Imlnlm magazine, the

average training budgal is one percent of the total corporate budget ( Lee, ., 1986, p.72).
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ﬂtnm_tmnm? Atthougl the average number of hoors of tramlng per employes 825
hours onnuolly (Lee, C., 1986 p.72), corporations with fifty or more employees invest the
a‘eotat number of hou S per omplovae ln ttwdevolopmmt of miwle monomrs profwsionols. ond
overaoe work week ( Gordon; Oct. 1986, p 49). The Fortuno 500 oompmios offEr their oorporote
exwutivos an overm of five days of execulive mmtton annually at a cest of SIBO 996 to
$500,000 annuslly (Geber, March 1987). Fecuity membsrs ere generally considered to be
“professional” érnployeas becew’.2 eaoh faculty mambor is on expert in the discipiine. Foo’tilt’v
members are oiso oonsidered as monamrs baooooa of thotr mtributtons to tho mvornam of tl‘e
mponslbtltty ror the ecademic operotton of the oollem. and somo dewee of tnput for tho
govarnoooo of the oollogo. eommomty oollogas may wish to consider a similar high commitment to

the oevolopment of focolty memhora -

Sovsnty~stx poroont of ttﬁ U. S corporations wlth ﬂﬂy or more omploroos provida mumgumont
skills dovelopmant and neorly seventy percent provide trafning ror teohnloot skills ( Gordon, Oct
1686, p.54). Over (ifty percent of all corporations surveyed provide employee development
activities in the following aroos supervisory skills, mmmuntoation sktlls new methods and
procedures, clerical sktlls. execulive development, oomputer skms. eostomer relstions, and
parsonal growth(@ormn Oct. 1986, p.54). With the passible exceptions of “clerical skills* and
“executive davelopment,” community college feculty members could benefit from ali of the typas of

troinlno montiomd in thissurvw S
: ate {cain ?MO'U’I‘Y

peroent of the oorporatlons surveyad use lecturos & an Instruetton method ot@ty percent use
vtdeotopes and sixty-two percent use one-on-one instruction (Gordon, Oct. 1986, p.60). The
more tnmvottvo instruction methods are uttltzou by fewer oorporotions forty-ftve percent tse
rola ploys. over forty percent use m stuotos tmrtv-ﬂvo percent use solr ~assessment and
selr tosttng progrems, and tvmty-sovm poroont us alf-s.wdy prowams The use of the newest
technology s somewhat more rare: teleconferenting s utilized by twenty-three percent of the
oorporouons Surveyed, oodto telaoonfmtm is used by only ten oeroont ond oomputor
eonferonetng for trotmng purpeses is used by only throo pa*oent of tho oorporottons inthes survey

(Gordon, Oct. 1986, p.60). The survey does not describe in detafl the “lecture” method, however
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currenily bemg used in community mllega However it moy be safe to say that the use of more
innovetive methods is needed in both corporate training and community college classrooms.

Alvin Toffier in his 1986 Labor Day wsoy in the Wasmngton Post proposoo a ﬂva—point
plan to be phased into eorporations over a five yeer perioci Tofﬂer ackmwledws the importance
of troimng to the future of Amerioon corporations in this proposoi a 25~hour work Week plus 5
Hours of training wﬁiy Tomar advocates more then just the mechanical training of skills. He
beliaves that if employeas are taudiit about the oompetiiion the mission of the orgonizotion and
chanijing twhnolagy, all empioym could contribute new icbos to the corporation (Coblentz &
Geber; 1986).

Ron losnkas prodietiont for troining in the 90's teke into sccount some moior eisonws in tm
work force. Tiie divorsity of the workforeo is incraosing. so that by 1 990 45% of the workiarce
will be made up of women, 158 will be minoriiiéé En’d 25% will be these who wers raised bya
§iﬁéié biréni. in 1975 the averags age of the workforce was 28 years, in 1990 the averege oge
will be 4G years. In 1975 thers were ten qualified candidates for every micidie—monewmmt job,
in 1990 there will bs 30. (Zemke. 1987, p.44). This meens thet employees may reech & plateat
in thelr careers t an earlier age and at a lower rung on the corporats ladder ( Cobleniz & Gordon,
fcuousi 1986 p iO) in 1990 758 of tho wa'kforeo will be hig‘h soiiooi or@étes 33% will be
1987 p.: 48) In addition, external social forcas ehangoo in or'goniaationol structure io a
eﬁeontralizad orwtiaotion. and the need to adept to new technology will determine the type of
training needad in corporations (Zemke, 1987).

Executive Development Asmiatos in Wastoort eonneetieut prediets thot ramars of oli
Ievels will recelve more training in the futuro tnon they have in the post Midﬂle monogars wili
rwoive tho most troining. and the anount of troining for sanior exeeutives will tbuble in the next
{hree to five years (Fooer Sept. 1986, p.102). The topics of tratning ara likely to include many
of the same iopios which ere omphasizeti todey: intorpermi skills, eommunicaiim sizillé. ’e’nd
mamgament of humen performanoo But these topics will gain in importance in the next three to
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five yeere developmenl of business stretegtes Specmc to the organizetien werldwl@ business
jssues, endnew information mhmlugv(f'm Sept. 1986 p. 102).

Al of the reports stress the need for more eurperate human rese’urees mvelepment
particularly for manegers Community eollems mey take the cue from thess projeetiens in
reulmng the 1mpertmee of previdmg Eulfy wvalwment u:ttvtties today to better meet the
chaneing reeds of temerrew Steff development activities are also vttellv impertmt for those who
mm the feculty. If eemmunity eellems begtn an ective mvelopment progrem for féeulty

embersendbépvtment ehetrstedey thenmttyof increasing the activities in the near future
will be mors easily mnpttsh&i

B. Plannlnﬂ Development Itettvtttes throuﬁ Perttclpetion

Until recently, the training activities of a eerporetion have generally been plenmd for
emplwees by mammant enti hume: resources speeielist& Thts trend seems to be mengirm as
eorporettons seek input frcm amployess for tretnino eetivtttes Generally a deperlment of “Slaff
end ﬁmnizetionel Develupment or "Human Reswrees %veltﬂment“ or Treinino designs the
progrem of development from input from management end{er empleyees. The following two steps
are usually included i~ the planning of devalapment activities:

I N@E ﬁieéééﬁént
) Itis neoesearv tn hieve 8 neeﬂter the tratning: never trein for training s sake (Braadwell
Septembar 1986) #i cmugh the asseesment uf needs ts a logical ftrst step tn plenntng for tratntng
and davelopment programs, a 1985 Im.nim mogezine sur-vey found that 62 percent of the
respements g a‘t e formei nﬁ aseessment for all tretntne prbjeots. and enty 47 pereent
spend mteﬁrebte tuma trytng 0 dtsertmtnete between tretntng needs, and m which mey be
met thiough ather meane {Sowman, 1987, p.30). According to Bowman, “a proactive HRD staff

anticipates educetional needs for the next year or more and develops the links belween the
organizstion’s strategic plan and its training plens( 1987, p.30). This objective may be

mmpltehfefd through 8 eembinetion of ecttvtttes by the Human Reeuurees dtrecter preeentetton

L:Q re retnforee *ne !dee that this is the organizettm s project rether then the Humen Reeourees
Department's pro;eEt ihe interviewing of key managers early in the needs essessment, and
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possibly 8 quatlonnalre (Buwman, 1987). Through 8 mmplate ment of the needs, a

troimng problem” con easlly be distinguished from o problem for which solutions otlwr thun
training may be euprupriat& 1tis pussible that certsin needs may be met by better supervision,
more informative eummunieation , or uther methads.

Trainers Nugent and Buekley uf the Bulf Bank tbveloped several lists of quastlms fnr
mms to answer in assessing the tralmriu n’e’eiis uf an individual or group of employees. The
quustmm cover getting goals for empluyeas d’alewtion of work motivational factors, claarly
defined dlrecuuns for tasks an examimtiun of the job and a review of the training needs
(Ooblentz etal., Sept. 1986, pp.12-13). The answers to the questions will give the trainersa
more u:curate picture of the needs of the partieular empluyees This gasures that the training
will meet the neausdeslrédbythe manager uftheempluyeas; ]

The fa:ultv tbvalupment cuordlnator ata community eullaga mw chooss to use both Division
Beans und fuculty in an assessment of needa Thc Division Deans may see nead!s for tbvelopment
aetwiti&s which may be of less impurtamu to the facultv, but feculty members may have some
unpurlant needs which are not immediately apparant to ﬂnimstratora The Faculty sumte mey
pruvid’e a forum for discussfon of faculty davalupmmt m howaver in most eummunity eullegas
the Faculty Senata rarefy includes adjunct fwulty members. For this reeson, e diwussiun of the
fieulty ivelopment neads may initielly be done by quastiunneire, wilh fellw-up diseussim
wuups meetlnu 6t verious times of the duy and evamng so that the mojority of laeulty members
huve access to the meatings As with mrpurutims the needs for feculty cEvelepment ghould be tied
directly to the mission statement of the community college. Faculty iid Divisiun ﬁls must be

made aware of the importance of this connection befors a needs assessment i conducte

é éuii Siittiﬁa

teai goal sotting métlieii i§ u’s’e’d eﬂ'ectively Ey Robert Buckhom, trainlne supervisor for Hecla
Mining Compeny in Coeur d'Alene, Ideho, and an lnstructor at North Ideho College. Buckhem
mummendsa leom gaal sattlng process in which “the m manager and his teum joinuy discussund
8gree upon plent goals” (eublenli Geber & Pribble; March, 1987) This method may eesily be
odepted for usa within aeafﬁmc daparlmenls in a8 community college. The Dupa‘tmaut Chair Erid
fﬁ:ulty may discuss guals Tor the d’aparlment. hlmar slucbnt retention Isrger enrollments,

innovative programs, etc. Thruudl this discussion the purtlclpmls gein & better understanding of
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the g:als which are important to other faculty members, participants have an opportunity to
defend ond uplain their positions, ond everyone goins 8 feeling for the desired results of the
proposed staff cEvelopment activitioe ,

Goal setting for stoii fbveiopment s?hould be realistic. John Reddish, momganmt msu'tant
und George Bickley, presidani of Gienn Industrias Inc., dbveioped {he SMART formula for mim
ihooroa‘esofempioyeestowwmyomi Biaaisuﬂmsimidbemﬁn ﬂm

Attainabla, Results-oriented; end 1ime-ralated (Gordon, Lee & Pribble; 1986). fn Hecussing the
goals ior iacuity devoiopmenl Etlvllles thea five oriterii Wlil brlng the dimim down to lha

working towarB 8 concrels, obtainable mai

C. Putting the Pion inio Action’ The Role of the Iraininq Director

Mter needs have baen essessed ondmois have been statuilhrwqh a team effort, the Iraining
Direetor ooes to work in imoiemeniino the plen. Today's Training Dlrector has evolved into an
internai eonsultant who serves the neads of managsmeni. The ihrea urous of expertise requlredof
a Training Director ore instructionol meihubiow. busfness urwnizoiiomi skiiis ond the abflity
to consult and mooiiote with manaoement in implementing a training program (Ruark, 1986).
With Uiééé skliis a good Troining Birector cen put the pian into action.

7 Iraining magazine's Irmstry report of tho ten best troinlng orgunizatlms in the oouniry
included IBM, Xerox Héwieti-Paekard AT&T McDonald's, the U.S. militery, Gamral Electric,
General Motors SM ond Proetor & Gemble (Gordon; June 1966). When the troining directors
were asked what mﬁ'ees their training oroanizetions s successful, the unswers were all simtler to
Xerox Training Director Kan Hanwn s oommanl "Training is iinked directly to business
objectiva The troinino function is not somaihing muin irom the msﬁwnenl function.
Training is s seen esen enabling [ prooess to meet mais (Gordon, June 1986, p.24).

eommuniiy eoileges may use this phiiosophy of "troining linked to business objeeiiveo" ln
aoodemic terms this translates to "The iocuity/slafi development program is linked directly to the
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mission of the college.” The following are some of the sucsessful pracices used fn Implementing
the training plan.

1. Demend Success
The successful eerperate tratning dbpertments 8r'e accour. table for every detail of the

planntng, the design; and the tmplementatten of ] trainlnﬁ program. They understand that training
prﬁgrarns fatl o accomplish goals due to feulty preparatton, feulty dasign, ur foulty
implementation (Kinlaw & Christensen, 1986). Overpreparation 15 the key 1o success in the
excellent tratnim orgmtzattms

Oollegs faculty umarstmd this prtnctple very well A well planned class with clear gnals
and appropriate methods of delivery will rewlt ln meatlng the goals of the cless. This principle
can eesuly be adapled for faculty dsvelop'nent projacts

2. Kesp tn touch with tile whnle oroanlzation

A Trafning Direetor éﬁtﬁild be timiltar wtth every aspect of the business of the mpaw

lt's importmt to knew the key mmapers in the various dapartments to bund rapport and to

company is d’etne the strueture. the plans. ond tﬁe problems (Kinlaw & Christensen, 1986)

Ina eammuntty eollepe, the t&ulty davelopment coordinator should maka an effort to gatn ]
cleer undﬁrstmdtng of the dtfferent prdblams and untque characteristics of ewh dtsctpltnarv area
itis tmpertent to beepme timtltar wtth the methods used in teachtng, tha stuhnts attracted to the
discipline, tha buﬁpetaw epnstratnls of the depariment, and the fwultv members in each division.
Through this knpwledm and un&rstandmg, faculty members and department chairs may feel more
trust in the efforts belne made by the ﬁculty &velopment coordinator.

m‘gintzattunal chmgp (Kinlaw & chrtéténiai 1986): The manegars who ere chanmd will
tmplament the new methods; will gein new fdees from the tretntng experiency, end will beyin W
change the organization.

ina cullega satting, thts prtnetple ean work on two Ievele the Division Dem/Depa*tmmt
Chair menagement level, and the Faculty level. Division Deens and Department Chairs who
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participote in dzvelopment ootiwtiu may become catalysts for change in their DiVIsions thereby
influencing change in the entire organizotion Faculty members whp are participants in iiculty
development ectivilies become catalysts for change by influencing other faculty members o try
the new methods.

4 Provide Opportunitios ior Applieation

] Feedbeck on post pmy‘ans io important ior tho eontinuod success of the prog'om 'ihosa
who hove received the trainlng can advise tho Training Bireclor on how the information and skiiis
applied to their aroos and how the skills proviﬁi uy the training helped to solvo a problom or
increase produetivity Hartin Broadwell sufs "Dul in reality. Usofroglithinps to train with. Deel
with reel problems, involving reol-sounding pooplo (September,1986). The training sessions
should bo designed to provi@ prectics] opplicution for the partieipanta Non-pu‘ticipotory
sassions in which motivation or loum Euilding or skills oro simply doooribod will not producs
opplicatlon on ttio job (Kinlow & eiiriﬂuison l987) Howlott-Poekard‘s traininp activities
provide man@rs with new skills thoy oon usa on the job immuiiotoly rothor than ot some point in
the distant future (Coblentz, I;oo. & Pribble July, 1986 p 14) Joarn Ba‘bozotteoi The Training
Clinic concurs: she Wols that training sasions should provida participonts with aeombination of
knowlodw and skiils (Barbazetts, 1987). Many training sessions attempt to crem too much
information into one seminar, which mulis in information overload. Sessions whleh combine
some iniu-mution with an opportunity t put the information to work in a prootil exercise
provitb participants with a ohanpa of pace ond also show the perticipants how to use this
information in thoir doily work.

The noeds mssmont of & looolty dovolopmonl program moy revool that fooolty mombers
want information or skills which moy be immeoiataly oppliod to the classrm Division Deens
and Otlﬂ' monomrs ‘may also request wtivitias which may bo applied to the operatmn of the
Division Nost adult leerners want inform&tion which fs proetieol ond relevant to their work
(Burnham, 1982; Wendel, 1985). Faculty members are probably not en excoption

7 This proctioo can also be put to use in tho oollaoo elassroom in some subioct oroos more
eosily thon othor& in vocational cl whieh emphosizo §Rllls, ft's simple to combine
informotion in 8 locture with skills in a lob eloso in lociuro-only classas cmtivo faculty

in-class exerciso&
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5. Lool: for Value tn the Orgenization )

ln looking &t the nwde assessment, & Training Bireetor needi to meke some training
judwnenta wm the reepurees required ‘1eld results which would be worinwhiie to ihe
eompeny? Nmrding tp Deen Spiizer the best opport.:nities for training exist "when there is a
ierge periormm mp among employecs in i.he same job, and when elesmg this gep em mean
s:gmficent increesed revenues or rewceii wsi.s for the a‘mnizeiim"(Spitzer 1986 , P 37).

~ Ine eollega semng the "Ierw periurmeme gep” could be cemmen ieeuliy prebiem dealing

with uncierprepered students, leerning inmvetive teaching methods for adults, eeping with
burnout or stress, or simply Ieu'nmg new epli@ procedures. These perfermenee mps weuid be
thase pereeived by ieculty members in the neetis mmeni end may not be es eesily meesureble
as those perfarmeneepeps ins eerporele seiting The needs eeseesment would show the extent to
which & large number of feeuity members feei tne need to perticimie in certain types of faculty
mvelupmeni programs. The success of the p pro;ram would also be measured by participants in
miermining the epplieebiliiy ef the informeiion preeentett Some feculty deveiupment et:iiviiies
can piey a part in reducing stuﬁit d’rep-eut retes or cen increaese enroliment. However wiih
many 'i:ultv development activities it s difficult to determine whether any finencial impact
would be meesurable.

6. Pien ror Foliow-Up

impruvemeui. (Spiiar 1986) Follow-up eeiivities should reinforee ihe initiel training, and
may involve an evaiuaiim bv ihe supervisor ei ihe trained employee r'lenepers should also
discues with ihe empiwee tiie obja:iives or the 3 eining pregrem bel’ure the employee parlicipeiee

1986) Semeiimes managers eesume that the ipllpw-up ectiviti’efe are { i;he respensuilily of the
ireining d’epertmeni Tﬁe treining depmment must iirst irein tiae mmeper in hendiing the | pre-

7 Follow-up ectivities in ieculiv tbvelopmenl midit invoive iiie Bivision Deen, but it mey not
be 1 necessary. Suppori from mlimles who elso pa'iieipeied in the development activity should
provide relevant miotivation end reinforcement for faculty members.
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D. Speelfic Boois of Humon Resources Bovelopment

For any prof it-moking eorporotion the first priority is moking ) proﬁt Even corporations
with an excelient reputation for human rescurces @veiopment will agree with Bill Shepherd Cto
of Allergen Pharmaceuticals, who says “We are people-oriented after: the bottom line" { 1987).
Tﬁéréfoi-e any human resources ﬁ.tivnli&s must support the gaal of mointmmng or inoroosinq the
pro-lt throum a change in the behavior of Uieemoioyees Trainino does not presume that people
can be "Tongad but the gooi of any treining octivity is to ehanm tho on-tne-job skills of any
maenager or emplavee (Buzzotte, 1986). Generally corporations want to enhance the skiils of the
employm to increaso praiuctivnty to increese profita The goals which follow detail the methods

which are used to motwoto employees and managers to this end.

1. New Emplwoo Oriontotion

Mrding to Jesn Brbozelte pruitbnt of IEJ&Eninn&Gi;tniﬁ tho opening oetwnty of 8 new
employee orientation should set the mood for new employees ( 1987). Corning Giass in upstate f{ow
York wes having e dlffioult time in retuining their professional employees. After odding 8 full
orientatlon progrom for he new employoas with tne involvement of the managers, the retentlon
has incressed tremembusiy Corning's "wientotion b@ins with the hiring cﬁcision éfd inelud’as
assisiance in moving to upstate New York and support from the new monoger The orientation
oontlnu&s throu@ﬁ the first eio‘ltoen months of emplovment ot regular intervola AII of the other

) Barbozette also encourages {he use of a balence of knowledge, skills, ond ottitueﬁ aelivities
within a new emolwae orientation. melm of the company and of svsiems for doing things end
company norms are important and croiting C] poaitive ottituda about the oompﬁy 18 lmportont
But skills, the how ios are also important how to fi11 out pruouhr forms, how tooporotethe
phme systom eto A good new employee orientetion wili provid'e the new empiovea with a good
fééiiﬁé about ifro company; and with a better understanding of their role in the compeny. This may
save mlmroble time and effort end frustration later if the employes orientation is sketchy or

non-existent; as Corning's wes.

2. Entroprénoorinollntropronourino:

When eompa'ing ormizotions which are bureeucrstic and thosa which are
entrepreneurial, it is lmporlont to first oompare the prlorltlu of the senior management.
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Bursaur:ratic orgenizations are concernad with the following espects of the company in this order:

I. Senior Menagement

2. Owners

3. Workers

4. Customers
Entropronourial orgenizations are concerned with the same aspecis of the company but in 8
different order:

1. Customers
Workers
Owners
. Senlor Manegement (Farrell, 1986, p.44).
Thoss who are running entropronourial organizslions realize ihot tnair profits come from the
customors. ond therefore they strive to do the very best job possible to keop the cuslunor
satisfied. The other underlying principle of entrepreneurship is the attitude toward profits:
profits are viewed es the fual of the enterprrise rather then the end result (Ferrell, 1986, p.44).

Matsushita and IBN are excellent examples of entrepreneorial orgmizations whici) are
driven by a basic philosophy of doing business: a sonso of mission o tho customer (Farroll
1986) Wall Disney World in Orlando, Floride, hoo on environment or Edliiif‘e which
promotes customer wrvioa Guest courtesy troinine is oniy 8 holf-ﬁy program, but the
reinforcement of the culture of customer service provides Disney World with the reputation for
axcellent wsimwr courlosv and sawico Employees are reﬁrred to 83 "cast members” and
cuslomers are referred lo 83 “guests™ {Zemke, 1986). Deede Sharp, manager of educetional
program development et Disney World says, "Our first task is to make [new employees] partners
in the corporate culturs. And thoculture 13 focused o one tning making sure our ouests hovoan
enjoyable oxperienoe"(hmlie. 1986, p.42). In all three corporations employoes feel an
importmt part of the corporate entorpriso in surving the wstanor
What is the role of Human Resources Dwoionmofnt in promoting mtreoremurship within 8

oorporation’? The Human Resources must sturt with the mnior ievel manamment in miking the
mission of the business simpieand cleer. Tho immrtii’o’o oi thoeustomers and the importmoe of
every ompiovee taking rospmsibihty for their part of the businoss must bo prooonied clooriy fo
the senior monagemenl.  The priorilios of the company, boood on the miosion must then be

communicated by the senfor managers. Employees must clearly understend how his or her Job
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relates directly to the customer- The eeneept or a buslnees wlthln a businees may be lntroduced
by Human Rescurces Develapment end remfereed by the managers But it's up to the Human
Resources Director to be the champion ef entrepreneursmp through training ectivities and
foliow-up reinforcement with managers and employees.

Colleges have always been entrepreneurial organiations in one respect: each division,
department, and feculty member hes real responsibility for their part of the operation of the
college. However the e of the "customer” &8 the firet prlorlty mey be queetwneble in some
instances. First, whu is the customer? Is the eolle’ge student the customer; or is society the
ultumete custnmer" Second, are we wr\\rirrg ttre customer by giving the eustemer whet is desired
by the customer or by prtmdmg whet !!E feel will be best for the eustemer? Theee ere

“customers” in mind when plenniug programs and services. Feculty must keep both in mind when

plenntng curriculs and teeehlng classes.
in thinking of siudents as custemers ﬁeulty should not necessarily feel obligated to give

them what they went. However , in teeching adlt students, som collaboration betwoen teecher: ond
stucbnts mev result ina better learning envlrenment If feculty end eelleges consider students to
be “customers™ they will treat stu&nts with respect, previcb excellent servlce provide
wmenient service, and previ@ better serviee then ‘anyone else. eoilems are in cunpetttim for
stumnts today, so it is impertent fer tEeutty steff Eiid etininistrtitoi‘s to remember that the
custumer is number one. Feculty end steff develepment activities cen be the catalyst in cresting
this new attitude which will result ina truly entrepreneurtel orgentzetlon.

3. lmreeeinu Creativity: Quelitv circles end Creativity Treining
, Quality circles were sterted in Japan vamerlcens and were re-lntredtm te eerporete
Amence in 1974. The originel guel of the tpelity circles was to save money for the | company
throud1 quelity control. The quality circles dreemw up new weys te keep quehty him while
saving m money for the curpuratiun in 1977 Lockheed reﬁerted thet the 30 quellty etreles hed
saved the company $3 million in three yeers (Geber, 1986, p.55). However, todey Lockheed has
no quelity circles. Many companies which jumped on the bendwegon in the 1970's and early
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198G's have either quit utilizing quality circles, o have modifiad the quality circle somewhat by
changing the emphosis to “employes involvemenl tsams,” “natural work groups™ (Geber, 1986),
or “strategic business tesms™ ( Cobientz, et. al., Sept. 1986, pp.14-15).

] The positwe side of qmlity circlos by sny rromo is that employees ere involved in a
pu'hclpolory team to solve a problom or creoto a new (dea. Prticipotwn by employees is
partieularly enoouraopd by entreprmrial u‘mlzatims Interpersonal skills and listening
8kills are important to quality circloa but generally these skills muot be a pert of the treiring
process before a quality circle beglns (Feoer Noy, 1986). Quolity circles are generatly
composed of members from vorious parts of the corporauon They meet rmlorly to take octlon to
solvo technical problems and people prdbloms to create innovative mlutions to ony problem or t
creote innovetive new product Icha The quality clrclu rewmize the importance of the humon
oloment in the vast corporetion. Human resources ere utilized effectively througv successful
quality circles.

Creativity tramino may be useo in oonjonetion with mallty circles or may be wed for
footoring individual orwlivltv An enlreoreneornal atmosphore is necosoory for the success of
quality circles and orwtivity tromino Without tho frood:m 7] creote ond the ris’poiﬁiﬁmty for
their part of the company, omplovws will booome disoouraoad when their innovative idees are not
omourogod Crwtivlty troinirig is gamrally provi&d by companies with o reputauon for
entrepreneurship end innovation: 1BM, Rend, Bell Lebs, Eastmen Kodek, General Motors,
Hewlelt-Packard, colm-Polmolive smnou mmuwoﬂnrs(w&hmke. 1986) Nany
componios in the truﬁtionolly "creotive bosinessw sod) ] otfvortislng. make mpony-wido
commitments o creetivity training. Other eomponles will train key poople in the ert of
Erainstwming. visualization, latersl thinking, divergent thinldng, end olher creative thinking

technlqoes(eormn&Zemko 1986)
eommumty eollems hove manhy committees, task forcos, departments,; and aefv/isory

committaes whieh hove the potential for functioning s mmic quality clrcles As with
eorporauons troinlng in interporsoml mmunlcotim Ilstomm skllls ond ereotlve thlnkino
skms mey benaﬂeial to the members of a tosk foroo or committee before stortlng to work on
ﬂndlnoaoreatlve solution to a problom Io onsurom for onyeompos oommltteo in beoomlno
8 ereotive lnnovaﬂve quollty circlo the college administration must fostsr innovotion if
eommunily colleoos porsist in doino it that way tieowse wove olwoys done it tbat way,”

participants in any creative quamy circle will quickly become discouraged, and the collogo will
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lose the potential for innovetive ideas.

4. lnoreoslng Proouetivlty

incroosd skms ond tﬁveloping humon potehttal to min inoreosod quality or quonlity of prmuct
The Instituls of Irmstrlol Engineers CIIE) oond’uotod (] survoy of 600 corporate lE mombers {o
dotormtno the top ten prwuctivity improvomont mooouros token by their corporations in the past
ﬂvo yoora Four of the top ton measures lnvo1veo some form of human resources dovelop"lent
Slxty—soven percent of the wpa‘atm introduced or tmprovod thoir Invenlory and production
control methods; slxty-avon peroont also lnvo1vod omployoos rormany in productivity
improvement plmnlna and ovoluution triroueh quality circles and suwostion pro;roms sixty-six
poroont ovoluotoﬂ porformonoa and estoblidiw s‘pocmc productivity Improvement targots and
ﬂrty-ﬁvo peroont lmproved the quolity of product thrwd'u worker troinin@ Respomﬁnts olso
steted that the biggest obstacle to productivity improvement wes & lack of management
committment ( Feuer, dune. 1986).

It may not be &s eesy for community colleges to meesure proouctivity in quantity of work:
most oommunlty ooll@ teachers struoole o Eoop up with heavy tooching looda However it may be
pooslblo to ottompt to measure quantity throum the molify of sorviom attrﬂion and retention.
Blaming a high number of drops on poor leochim can be vory dengerous. Somo oxoollont tms
who hovo very hig‘h standords may cause the urm‘propomd sumnts to drop the class, simply
boowsoh‘woro not obletokoop ‘up with the levsi of quality trm is oxpa:todbythoteootm
Fooulty development ‘may inorooso the undor§tondim of faculty members for tho new students who
are wwdng in number: tho undorpreptred students end the adult stutbnta Through @ botter
umbrstondlng of the loorning styles of these new studoms feculty members may have a better
chance at increesing the retention, and increesing the number of students who return eech

ssmester.

5. Improvlng Norole
Probably lho most difficult ptrt of m‘essing l—ho problom of morale improvomml is the
osoosanonl of omplweo morole r‘lorore is hldnly sub]ooﬂve howovor moTot momgers hovo ) sena

& Pribble January, 1987) Robert Buokhom troinmg suporvisor for the Hecla Ninlng

(d:
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Obmpeny uses & team eppreeeh fer merale &essment (eoblentz Geber & Prlbble January,
1987). First the tesm assesses the current morale, then lists events which decrease morale or
keep morale low. Next; the teem uses breinsterminq to 1ist everything that has a positive effect on
empldvee morale. The two lists ere eempered end ranked bvy the team mding to the most
"powerful” fm Finally; a plan of action is lmplemented to euunterect the negmve furew ond
incresse the pueltive fur This method of improving emeleyee morale uses the edventeoes of a
teem “quality circle” eppromh with creative brainstorming Buckhem belleves thet e‘lowmg
teen's to help solve thelr own problems Imrmeee the chmees thet any arepesed solutions will be

Pert of a morale probiem may be older emplweee who have reeehed 8 pleteeu in their
eerwr Any employee or menewr wbo feels thet thelr pruepects fijr aﬁencemenl ln renk or
(Geblentz & m August; 1986, p.10). Human resource develepment deportments are bemg
called upon by ‘many eerperettons to provide treinlng programs specifically to incraase levels of
enthusiasm end metivetien among plateeued employees.

Community colleges have ‘meny “plateauved” faculty members, however, on eeeeeement of
morale would be necessary te determine hew many faculty members actually perceive themslves
a3 pleteeued The earlier data Show thet the ficulty is generelly getting older, and thet facuity
members are less 1ikely to move from eelleee to col leqe, therefore some feculty members mev fes!

stuck Otber feculty members may be experieneino Iew morele for other reesons: 8 percepum
of en opprmive edrmmstrehon, e belief thet the eollege funding situation continues to worsen
with no signs of improvement; a feeling of hopelessness in dealing with underprepored students
who sppeer to lack motivation for college work; en antegonistic working environment within the
division; and eny other negative factors which appear to be impossible for the individuel faculty
member o control. (hmmumty wlleges meay want to address this prdblem threum 8 mnerel
sssessment of faculty morale, and speclfic faculty development activities to address the needs of

any feculty members with low morale.

6 Ireining the Trainer: cmtent Experte

Treininq Directors 1 mev cmuse {o use eontenl experts es tretnere in hlthy tedmteel or
speciellzed tretnlng a:tivluee_ Nest eentent experts heve hed not teeehlng experienee 50 the
trelmng director is responsible for developing the content expert into a omd orgenizer and



Philadelphia s Nees Rehebnlitetm I-bepitel hes seme suweetlens in treining content experts to
become good trainers (Coblentz & Pribble, 1987). First she suggests helping the coritent experts
to come up with instructionel objeetives whieh are clear ond measurable. The broad ebjective may
be broken down into smaller “enabling" objeetives whieh will build a framework for the mater ial
needed for the training program. An outline of the instruction will act as a lesson plan which may
be eesily fol lowad by the conlent expert { Cablentz & Pribbla).

This technique has baen usad sueeeesfuny with a training prowem for Custmner Service
Repreeentetives of the Snuthern California "disen eempany eampleints from the puhlic were
causing stress to bulld emnng the customer serviee repreeentetives end mmeument was not
prepared t0 handle the preblem thraﬂ\ training ectivities. So 8 group of Customer Service
Repreeentetives from the various Swthern California Edison eunpeny effiees wers trained {o act
as tremerslfmilitetors in order to td:e the pr@‘em to their ee-werkers ot the indnviduel bremh
wera able to create reei life acenerios which would aid treineee in coping with hestile istomers.
A formal eveluetien eonducted in the second yeer of the prowem showed thet this treining program
has been effectwe in ree'ucing stress and inereeeing the mellty of customer arvtee (I:ee 1987)

There is a twe-feld epplieetion of this treining technique for community eelleaee tretning
other feculty rnembers to trein eolleeuues and treintng pert—time instructors who are eentent
exper ts in teeehing methed’e fer the Ilege clessroom. Feeultv membars should pertieipete in the
plenning of feculty Evelepment ‘ectivities, but fwulty members eleu moke excellent f&.iliteteri
for feculty development eetivitiee Feeultv members with en expertise in teaching remediel
students wuld be very effeetive in treining other feculty members to eepe with unthrprepered
students in reguler cellege eleeeee Feeulty members who teeen 1nterpersme| communieetlens

teeehing Bweuee facuity members heve eneeuntered similer situations in the clessroum they may
often be more releteble then eutsiérs

Many cemmuntty celleges lve hireﬂ ptrt-time inslructu‘s who ere wntenl experts but whe
have little ur no teechtm expertenee Stutbnts in vocational p programs beneﬁt from the expertise
of acurrentl preettttmer rether then [ full-time instructor whe efher left the ﬁeld yeers ego, or
never actuslly worked in the field. The practitioner con brlnu relevance, current practices end
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standards, and advice for students intarested in ssaking employment in the field. However contant
experts ore not trained to be teachers: they may not know how to organize the material in  logical
fashion o how to present it clearly to a group of students. Feculty development activities should
address this need in colleges which employ content experts 8s part=time instructors.

7. Development ef Supervisors and Managers
Menewnent treimng emplmizee tm menegement of people end resources. Supervssors

menegmg peeple Menegprs may have more respunslbility tn nantﬂing budgets, dealing with
various @artments mdmenegmg those who work htsor her tbwtment.

behevee thet new supervisors §hould be gtven pre-superviwry treintng to prepare for the jet*
(Broadwell, August, 1986). Ata large university with more than 400 nonacademic supervisors;
the presimnt {ssued a dtreettve 0 the university tretntng tbpertment no emplwwe would be
promoted to Supervtsery positions until aftar they hed completed mme pre-supervtmrv tretntng
The seme tretntng was offered current supervtsurs who had had no prtor supervisory trelning
The pre—wpervtsors were trained in the efterneen the current supervisors in the morning. The
trelntng department round that the ure-supervtsers were elwws on time, were eeger steved after
class 1o talk, and found ways to make up any mtssed sesstons The current supa-vtsors were
consistentlv lats, trted te Ieeve the sessions early, and mtseed numerous sessims with no ettempt
to meke up the mtsed materal. However 8s the treintng seeetens progressed the
pre-supervtsws telked witn tne current supervtsers on the jdb end sterted to stimulate some
enthusiasm for the trelntng prourem By the end of the program the current supervisors sew 8
rﬁd for a program in maneging people and were interested in the training. Some even bought
beeksen thesub]eets ( Broadwel ﬁugust 1986).

In the same way, new faciilty members (supervtsurs to groups of students) who reeetve
treining in people menagement skills before teeching will be betler-equipped to "supervise”
stu@nts. New feeulty memBers. full-time or part-time, who have reeeived siich treintng ‘may
build enthuslesm emong tﬁe more exparteneed feculty for training in peeple- meneaement skms
rs involves the same peaple management skills, but usually fnvolves

other dectston mektng skills and skills in budgeting. Pat Doyle and Dick Tindal, princtpels in

i
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Manu;zment fur Tanrrt"W 8 ngsttin Ontarfo consulting ﬁrm has several teehniquas for
training menegers who ure what thw like to coll “wimp manegers thm who are more concerred
with their own job securltv than with leadership of their team (Coblentz & Bordon, Auqust
1986 p. 62) Davle end Tlntbl rwnmmém that ormnizatlens teke action to prevent "wimp
manamrs from cuntlnumg their nun prﬁductive ways. Orgenizations may want o consider
evaluatmq the memaoers performm on tha must 1mpmmt compary goals befere rewardlno
"Wimps” for bemg slaves to the budgst and vetuing mw {deas which might go biyend the budaat
Eeyle and Tlndal suy "When confrunted wlth new i@s ] fawrlte rﬁsponsa of the wlmp menager

ef r ilure (eoblentz & Garcbn fcuqust 1986, p 64) Orwﬂzatlons which reward risk- taklngend
innovatlon by showlnq managers the potentlal for success may wa even “wimp" managers try new
ideas. Tralning in creative thlnliing. quality circlm and entrepraneurship would also be
beneficial for these managars who are more interested in security and status quo then in the
further dzvelopment of the ormnlzation

nc‘m inistretors and Bivisinn Hems who have been with 8 wllege for msny yusrs may not
realize how often they say "Thal's the wey we've always done it,” or “We tried it and it didn't
work This attttuﬂé can be partieularly frustrating for thase adm inistralors and m who went
to 1nnnvate but are prfm?nted from d’aing S0 by outmodad orgamz&ﬂmal prweduras qulty
membe: s ars affactw Wnen the college continues to exist on ldaas whld‘u worked twenty yeers ago
but which are no longar Gppllciible to today's eommunity eollega Feculty may also feel stifled in
trying innovative prugrams if the college udmlnlstrat%m mekes lnnevation very difficult. Oollege
administrators and deans should be leading the way for the community college of the future rather
thin clinglng to ths pwtr But dlnectlon and mment tn innovate must come from the
community college CEQ: the College President or District Chanicellor.
E. ét‘:é §upport for Human Rosourees Devalopment 7
~ The Orenge Gounty chapter of the American Society for Training and Eevelopment (ASTD)
tttled their Spring 1987 conferm mmmzmm This refers 10 the impor-tance for
human resource mvelopmsnt professimls to ﬂirm partnu‘ships with Ilne managers and with the
CEO to gein companywide support for human resources development. The opening general session
Includbd {wo experienced CEOa w1l|iam Shepherd of Allergun, end Harry Bubb of Pecific Mutual

Financial Services. Both Shepherd and Bubb wera emphatic in saylng that the best way lo foster an
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ective progrem of human resources develapment within the corporation is for the CEO 16 Support
it fmancialiy, and to support it with time in a iong-term on-goi' * committment to humen
rresources davelop".ant (1987).

) ihrmqlmttna literature of training and(bvolwmant the importanoa of support f th’a'
top iovai management is emphasizod Motorola's CEO, RUﬁart Galv.n commissioned [ iive-yaar
training plan baaad onea mpany-wide study to tbtarmina traimno noads’ Molorola ooeneo an

annually. showing that the company acts on the CEO's committmont to training (Laa Uetober,
1986). A survey of Fortune 500 companies conducted by Executive Knowledgeworks, a research
and cmsuiiing firm in Palatine. minois revaaleii that in fifty parcant of the casos the CEO or
nrasidant is most often the “driving foroa bdiind training for executives. In thirty-seven
poroont of the companlas the vice prosi@t of human resources providas ue motivation for
training (Gebor 1987, p.97;.

With the vasl number of changas which affect oommonity ooiiaoas it is important for the
iaadarship to be strong Chmgas are the major raamn for trainlng and davaiopment activities in
business, and tha same snould be true for community co' Iagas A strong community ooliega |aadar
should be tha driving force behind a new G- an-gaing aaininistrative faculty end staff
davelopmont progrem. If tha leadership of the oommunity ooilego provides a 8 way to cope with the
chenges, and to doveiop innovative new programs and ideas through development progrems, the
result will be 8 strong organization which is well-praparad for the future.

F. Budboiing for Human Resourcos Development

Tho Iitereture s sey’s that ompiwao trainim offors meny benafits to any organization The
speeiﬂe benefits of human resources dovelopmont may be clwiy seen in tha oravious exampias
But lvow can ] community ooilaga pay for ar an extensive human resources davoiopmant program with
a iimitﬁi budgat and o’windlino resources? Several companies have run into the same problam ond

have found innovative solutions to the probiem of budgeting for human resources development.

1. 1reeting Training as an Investment
i)eouty assistant commandent of the U.S, Army Aviation Logistiuo School, Otto Haisiip, Jr,
soggasts showing the fiscal benefits of iraining to manammont in ciw tarms Haislip S principie
is "Training is an investment of capital resources ol the present time for & return in the future
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that is mare valuable then the present expense” { 1987). When money is tight, end competition
for that money is fierce, it may be necessary to show mengement the current datailed cdsts of a
particular operation, and the future costs post-training with the easts for training figured in.
This means translating lntmgiblas such as "employee setlsﬁetlen or eompany prestigé,' into
doliars and cents. Whena tralning progrem is approved by manamment 1t isa wod lrba to keep
meticulous records to show management later how the money wes spent, and the fiscal benefits of
the project after a mriod of time (Haisllp, 1987). Evpry organizetlon is inte~ested in seeing the
return on the investment. Planning with the investment in mind may also essist the trainlng

department in planning more practleal less 3 axpensive projects

2. “No Cost” Training

Managers may be used es tramers when training budgets ore tight. In addition to saving
monay. there ore two very good ressons 1o use ‘managers 8s trainers mms have a wealth of
information to nffer. and managers who train ethers tend to praetiee what they preach” when they
are back on the job (Feuer, et. al., 1986), which may incresss the guality of thelr work as
managers. Good Samarﬂnn Huspltal in Sen Jose, ealifernla. has no tralning daparhment and no
formal budget far training, yet they have managed to train more than 200 haspital manager's snd
supervisors over the past five yeors (Feuer, March, 1986). In 1979, because of the mony
chanqes in the health care buslnes. the decisfon was made to beeln tralnlng some of the manapers
and sumrvisors A cmsultmt was usai for one yoer {o 8ssass trainin’g’ neads and to plan the
training First the hospital uaninistrata-s and top managers were trelned by the eonsultmt in the
eioht management course mudules Then the managers becsme tralners for the supervisars
througﬁ 8 trein-the trainer prwam mtad by the consultent The menagament training
program has baen contlnuing since the beglnnlnq wlth veluntser trelners from tﬁe’ group 61‘
marmrs who had been previously trained. A man@ment aducation committes at the hespital
eentinuesto 1ok &t new training needs, ond addresses thm needs with new eaurse medules The
only & axr itures for training by the Good Semar iten Huspltal were the initial Investment in the
serviees ui the eonsultent for one yeer, ond the on-guing costs of a few classroom supplies and
meeting room rental (Feuer , Merch, 1986).

Faculty members in a community eollega could aasny be used to traln uther facuity members
or admlnlstrotom and division deens and adminlslrators could be used to traln ether members of

manaoament or facully. Acommunity college is a wealth of human resources, all of whom may be
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potential trainers in their area of expertise. Community colleges could also follow the exemple of
the Guod Samaritan Hospital in hiring a training consultant for one year: However; assioning a
raculty member or administrator who s familiar with the planning and implementation of human

resouree &velopment activitiesr may be even mora effactwe As with eny dbvelopmeflt eclivitles,
it is important that the consuiltant/feculty member works with a faculty committee in planning the
initial training.

3 Preﬂtﬁble SEII-Siib’ﬁbrting Trainlng

Méndnta Mentul Health Instilute in Medisb?i Wiéeb’@nfhes a full tlme trammg staff of fwe
§elf-supportlng by provldlng the same tralnlnq programs to non-employee groups for 8 fee.
Nm-amplowas may include émplwees of county social service agencies, diy care eanters
residential care fecilities, schools, churcms nursing homes; and &ty others who need to know
about the care of the mentally i1l. Progrem fees typicaily range from $25 to $40 per person,
depending on the spﬂers fee and the cost of prnducing the course materials and mailing
brwhum Provldlng tralnlng to outside Ermjﬁé is possible betause many ur the programs focus
on genenc toplm nre prevention assertiveness lraining, and communications skills. In
atEiHon a manugement sequence is offered which could be w1:lized by any management group
(Feuer,September 1986).

B The Mendots Mental Heelth institute providas 8 valusble model for wmmunity colleges and
athar governmenl fundad orgunlzatlon& find lralning progrems which can be mpled for use by
any buslne&s group with similar tralnino needs, and provide the training for a fee. If properly
admlnlstered in eonjunction witha business and industry lieison at thewllm, community cnllega
faculty and staff (favmopmant activities could essily become self-supporung Fees 1o outside
groups could even provim the necessary funding to expand faculty development to an even more
extensive progrem in the future.

Summarv

mvelebment aeﬁvi(ies The human resources davelopment activllies which exist in business tudw
are far mere extemive than the ﬁeulty thvelopment ectivities currenliy in community wllegaa

Although community collegas can eertalnly gain good ideas from other community colleges, the
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state-of-the-art in human resources development is currently in business. A wise plan for any
community college would be 1o atudy the Titerature of both higher education and corporats huiman
resources development to find the idees which best suit the feculty development needs. it i3
importent to remember that community collages need a very supportive College Presicent or
Chancellor who shows enthusiasm for faculty development through initial funding end continued
encouregement on & long-term basis.



Conclusion: A Plan for Action

The Titeralure of corporale human resources development end the Titsrature of higher
edueeuen shows that there is an 1ncrmsing med for hume‘n resources development activities. How
may a community cellem utilize this mformehen in plennim for the development of faculty? The
htereture mey be synthesized into five steps which form & plen for action in developing en

on-going process of faculty development.  Any ﬁiﬁi‘&i of faculty development requires a
full= tlme eeordmeter to lmplement the plen for fu:ulty develepment Tha courdinalor of faculty
development 1 mey 1mplement the plan for action through completion of the following five steps:

1. Research

The current lltereture ef mam education and eerporete human Fesources tbvelopment
should be studied tmrwg‘l\ly to gein further insig‘hts inte the peseibilities for the tbvelopment of
the faculty of 8 S;Ia.mc wllm lnnoveuve tm may be gelned frem businas ond from other
community colle@s thrwm a wmplete review of the eurrent literature RéeErch might also
Include vlsﬂs to other eempuses in whtch an ecuve pregrem of reculty develepment is in plece

which may be inurporeted into a faculty development program.

2. Assessment of Neeils

Assossment of nwls must be perticipata‘y fer ] vitel pregrem tn faculty deveiopment Al
segments of the cempus populeuen should be ineluded end tnvtted te perticipete fin the needs
assessment: full- tlme fecultv eﬂjurict faculty, department chetrs divlsion deens edmlnislretors
ond student development services. Students might even be included lndirectly ll "66@1 the use of
feeulty evaluation surveys The mmmt of fﬁ might lnmelly be addressed through @ survey
of the Iisted mments of the campus population. The survey results would tndteele the needs uhieh
ore ﬁli by ﬁculty members ond the needs expreeeed by others for the development of Iiculty
members ]

After the ttibuletion of the survw sevwel dlscussim group meettngs §Iieuld be held et
verieus times of tﬁe dey and evenlng to ellow all segmems of feculty to pertieieeté in the rmkim
of the steted needs Buring the discussion groups, the faculty wwld be gtven the mults oT lhe

surveys es a basis o' discussion. However, the faculty members should have the finel decision in
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oriorlhzmg the needls and in determmmg which faculty .evelopment a:twitias will be most
beneficial to the fooulty The results o? this mnent throum discussion groups may shuw the
need for 8 oafeterio approach to fooulty development {f the needs of the faculty are too diverse: 8
choice of octwmes rether than one major omphasn& The neeﬂfs assessment may also reveal some
needs which are common to s mejority of faoulty mombera The need for 8 prog‘am of activities to
serve these rieeds for 8!l of the faculty weuld be appropriele in these ¢ cases. The most importmt
espect of the mont of rwls is theta lorw number of lioulty members ¢ ere involvﬁ Through
involvement, the foculty davolopmont project geins support from 8 erltiool mass of feculty
members who may in turn influence other faculty members to partioipola

3 Plonmnu of Initial Facultv Dovelwment Activmu

The coordinator of fooulty xvelopmont must utilizo the m provi@d through H\o
aetivities miq‘ht ronge from short seminars with a quost spooker or a panel of soeokers. to lonmr
skills workshops to motivational discussion groups which meot reaularly on a wagkly bosis ovar e
period of weTaks The needs assessment will thtormlrro tlra types of wa*ksﬁops or octlvlties tho
best tlmes of aTy, the freqoency of aotwms the prawntors ond the participants. If the oollew
makes time avoiloble for f&:olty ivelopment activities for one week each yesr, meny shorter or

more intensive workshops may be conducted during this week in a “Feculty Dovelopment
Institute,”

3 Follo\v -up of Fooulty Bevelopment Activities

Disousslon groups or “teoms" should be formed to relnforoo the meterial winoﬂ from the
foculty mvolopmont octlvltlos Too mary tlmes poople walk oway from a semlw with wonderful
new ideas which are never 1mplemenled mo to lack of follow-up For Itﬁtﬁi’o’o’ if fooulty members
learn a new method of taoching, they should attompt to use ﬂ inat leost one class. After osing the
new method, fooulty mumbers may compara results wlth other ﬁoulty members in the discussion
group Follow- up dtmlm groups may also provido the fioulty d’avalopmmt coordinator with
ideas for a follow-up workshop on the same topic. Follow- -up 15 critical to the on-ming success of
faculty davolopmont
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5 Evaluation of Feculty Development Activitiu
~ Uon completion of any faculty development activities, facuity perticlpmts shouid be polled
throuqh a wrntten survey end through discussion groups ebout the value of the particular activity.
The quahons might mclucb "How will you use the new skllls/mformetim gemed in this
@velopment eetivity? "Would you like another workshop on this topic? "Would you
reeommend thls eehvity to other feculty members -- should it be repeetul? "Whet did you pat

faculty development activities may be plenner.t

An on-going process of fEeulty development requires that these flve steps be oompleteﬂ over
endoveregein It may not beneoeeeeryteeonduetthermerchend eseesernmtofr%mwetmn
once eech yeer but the plenmng of activities, the follow-up, end the evaluation of activities must
be an on-going weeklv or monthly cycle.

As the lfterature sﬁows shy community oolleg’e whia“\ implements [} program of active
reeulty development will resp the benefits of o more vital; more metl\.ete?d fieulty, whmh may
heve a more positive influence on stuubnts in the classroom; which will result in a stronger
institulion Throogh the use of the best idess from eorporete human resources eﬁvelopment and
the best kbes from the excelient feculty development progrems in eommunity oollepee eny
eemmunity eollege may utilize the available human resources to the fullest extent!
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