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Foreword

1

[ 4 .
The importance of staff and faculty development to all seg-
ments of higher educatton is well documented. However, a literature
‘o support the practice cf staff development is meager. The papers and
other materials contained in this monograph represent a valuable con-
. tribution in closing the gap at the community college level.

Although the proceedings do an admirable job of transmitting
the formally presented portion of the conference, they do not reflect
that other vital conference ingredient—cross-fertilization of ideas and
contact with other proféssionals—which this conference, by virtue of
the large geographical representation of states and institutions, facili

*  tated so well.
) We at the Center for the Study of ngher Education are de-

lighted to have the opportumty to sponsor the conference and this
. Ppublication, and we plan in the coming months.to facilitate similar en
deavors on topncs of interest to community college practmoners ’
S
‘ { G. Lester Anderson, Director
. u , .
v Center for the-Study of Higher Education
//‘
L N _ . -
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¥
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In"the summer of 1974, the Center for the Study of quher
Eduoatlon in Conjunction with the College of Education of The Penn-
sylvania State Lanversnty, sponsored the conference on comgnunity
college staff development programs repbrted in this volume. The ra
tionale for-such a conferefice is well stated in Terry O’ Bamon s preface
to.Teachers for Tomorrow: .
The quality of education in the commuoity junior college de
' pends primarily on the qualrty of thestaff. Community:junior
colleges can enroll mcreasmg numbers of students, they can .
“T\house these students in attractive, modern facilifies; but all
these will avail little if therr staff is not Highly competent and
well- prepared for the unique task assigned to them by this new
venture in hlgher educatron
- Further. evidence of the nmportance of the topic is contamed in the
1973 report of the Assembly of the American Association of Com
munity and Junier Colleges which contains the following statement gn
staff devélopment in o,o\mmumty colleges: * |
P TMAssembly urges in the most vrgorous terms that communi
ty and junior colleges accgpt staff developme t as a first-rank
priority and give te it the same total institutional commitment
o _ that is accorded to its other programs and curriculums.

. . Given these clear statements of need together with personal
observations and contacts nationally Jﬁ the community college. field,
these seven objectives for a conference specifically oriented to persons
responsible :Zr designing, implementing, and evalugting staff develop
ment programs were developed' ¢ o

1. To share ideas and experiences .
- 2. To explore problems and issues in pIanmng staff develop-
ment programs v
3."To determine ways of defmmg commumty college staff de-
o 'veTopment nedds ) _

4. To develop strategres for impfementing in service programs

5. To learn procedures for evaluating the effectiveness of staff

.~ development programs ) v

6. To improve colleges’ abilities to use consultants effectively

7. To gain experience in planning staff development programs.

8
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With these objectives in mind, topics were selected which
matched the objectives, and a search was made to locate resource per-
sons who could contribute to accomplishing the objectives. Each of

" the speakers and resource persons was selected on the basis of Jpreviously

demonstrated experience and ability i tn staff development. ln addition,
each was selected to be representatnve of different-sized mstntutnons in
order to further meet the diversity of staff development needs repre-
sented by those attending the conference.

However, the most important persons at any conference are the
participants, and the conference attracted people from 19 different
states angd 2 Canadian provinces. The geographrcal sites, combined with,
the range in expérience, represented a healthy interchange on virtyally
any topic. N .

At the end of the conference, each partrcrp\ant completed an
evaluation form designed to evaluate this confergnce and to assist us in
planmng future conferences. In general, our objectives weré achieved,
and we also ledrned a great deal that will help,us in the future.

Perhaps this would be an appmﬁnate(place to extend a specnal
word of thanks to several persons tho assisted in the planning, imple-
mentation, and evaluation of the conference and in the production of
the conference proceedings. The first of these would be Carol Carberry,
who provided invaluable assistance in the initial plannnng and nmpl,g
mentation of the conference T.would also like to acknowledge
Diann McVey, without whose typing neither “the conference nor the
proceedings would have been poss:ble and Sharon Jaggard, who, when
time came to '‘put it “all toget?rer did most of the work. | would also
like to extend a specral word of appreciation to all the staff of The
Pennsylvania State University Conference Center who did an o&g
standing job, and a special word of thanks to the Center for the Study
of Higher Education, who provided moral as well as financial support.
And lastly, | express sincere thanks to Jdnet Bacon, our center editpr,
who somehow always manages to make us all Iook good.

w—

James O. Hammons
Fébruary 1975
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_"Introduction

James O. Hammons

s ) -+ - N

The parers and other materials contained in this monograph re-
e sulted from the events of the “Planning for Community College Staff
Development’* conference. As a quick glance through the monograph
will tell, all mgterials presented herein relate to the theme of the con
. ference. .
- The first of these a7 paper entatled "The Lit8rature of Staff De-
. velopment,” was,prepared by Terry Wallace, Assistant Professor of

English at Harrisburg Area Community College and a doctoral candi

date in higher education qt The Pennsylvania State Umversnty Due to

his involvement in another project, Terry, at the time of his presenta

tion, was probably the single most knowledgeable person regarding the

literature of staff development in the community college. His paper re

* flects accurately and succinctly the present state of the art and points
out areas in neéd of research.

In alater paper entatled “Questigns and Issues in Planning Staff
Development Programs,” Terry and | a(t?’tempted to point out the criti .
cal questions ang issues faced by any college attempting to design a
_ staff development program. Since the conference, the papear has been
widely. circulated and a number_of community colleges have reported
usmg it as a basic planmng document. t

In preparation for the conference, a concerted effort Was made
to locate representative mstatutuor,s with well planned staff dev°|op

¢ ment programs and to invite representatives from these lostntunons to
describe their programs. Representing the large cammunity collegqs
> was Dr. Mimi Vollum, Director of Educational Development at Central

. Piedmont Community College in Charlotte North Carolina. Central
‘Pnedmont has long been recognized as a leader in instfuctional innova
. tion ‘and, | suspect, the facuity development program described by M|m|
« is in a large part responsible for this. ;
Dr. Harmon Pierce, Dean of Instruction at Burlington County
College, Pemberton, New Jersey, gave us a detailed took at the many
componénts of the Burlington County College faculty development
program. Although representatwe of the average sized community col
lege, Burlington’s,tremendous investment in staff development is much

more similar to that of the large institution.
~ i

. ».; jO




To demongtrate what can be done in a small college on a limited
budget, we invited Dr. Clyde Clements, Jr., Director of Program De-
velopment at Lake City Community College in Lake City, Florida.
The program describéd by Dr. Clements admirably demonstrated that
itis possible to have a viable staff development program in a small col-
lege with limited resources.

To aid us in determining the direction our staff development
programs should take, we asked Dr. Walter Hunter, Associate Dean,
Meramec Community College, St. Louis, Missouri, and a consultant to
over 100 two year colleges, to share his thoughts with us. Due to sched-
ule changes, Dr. Hunter’s presentation was cancelled. We present it
here for the benefit of all. ]

One of the most commonly used techniques for staff develop-
ment programs involves the use of consultants. We were fortunate to
have Harlan Douglas, Dean of Instruction at Reading Area Community
College, Readir]g, Pennsylvania, and a widely sought after consultant,
to speak to us on the topic of “The Use of Consultants."” His paper
should provide a useful and enlightening guide to any college consi-
dering employing a consultant. - .

Once aprogram has been developed and implemented, i1t should
be evaluated, and this was the nature of the presentation by Dr. William
Toombs, Assistant Director, Center for the Study of Higher Education
at The Pennsylvania State University. In a stimulating presentation, he
proposed a number of approaches to, evaluating a staff development
program.

One of the most beneficial aspects of the conference was the
staff development simulation exercise which Walter Hunter and | de-
signed to provide participants an opportunity to experience develop-
ment of a program for a-hypothetical institution. As the recorders’ re-
ports indicate, the plans presented were imaginative and well thought
out. To make the proceedings as useful as possible, the simulation exer-

“cise materials contained in the report represent a revised version based
on feedback from participants.

Perhaps the most useful part of the monograph is contained in
the appendices. Any college seeking to initiate a staff development pro-
gram will find Terry Wallace’s annotated bibliography {Appendix A)
on community college staff development a decided asset. Appendix B -
reflects the considerable background in staff development represented
at the conference, for it contains brief descriptions of the staff develop-

-




' ment programs at theConferees’ home institutions. A quick reading will ‘1
vield many useful ideas. ¢

At the conclusion of the conference, each partuc:pant was asked
to complete an evaluation form. As seflected in the summary report
(Appendix C) these evaluations show that the conference was well
.received. We learned a few things from it wh:ch will nefp us wnth the

next one. . .
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Gordon Kllpatrlck compiling an in-service education report
“for El Camino College in California backsin. 1967 stressed the need for
a change in the purpose. of staff development from the elimination of ™~

'preservice defnelencles to the ‘contemporary problems facing faculty
**on the job. His suggestion .was the harbinger.of a8 major shift in the
focus of staff d'evelopment In fact, it may. well be claimed that the
emphasis in the llterature of staff development .on community college .
‘in-service education began in 1967. The term in- semce must be stressed
here, for staff development has long been a concern of the two- -year )
institution. However, staff developmentnn the early 1960s was directed
chiefly toward preserV..& teacher training, and the _orientation and
assimilation of large nuigbers of new personnel The reason for this
focus is not difficult to d r. In the slxtles, 442 new communlty .
colleges opened. The enr llments. on two-year ca puses across the
nation increased 3.3 times, from 750,000 to 2, 500 00 students. The
. employment of professional staff corfespondingly tnpled from 41,000
to 130,000. Rapid expansion, a teacher shortage, and eniployment
*, mobility undercut the need for in-service training. It often seemed easn
er aid quicker to attempt to hite staff with the competencnes atti-
tudes, and backgrounds desired by the college, than to retrain and re-
vitalize those already employed.

Yet, as we now know/, the boom did not last. Between 1968
and 1974, the rapid expansion of community colleges slowed and
stabilized. In some cases, enrdliments and professional staff actually
declined. The educational job¥arket Beca ane glutted, and, with that
glut, employment mobility became a phenomenon of the past. With
the passing of the boom, the focus of staff development had to
change.” ) o -
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™~ Hence, we find concern for in-service education, fo? keeping
existing personmel ro;fessxonally refreshed and upgraded surfacing
_ strongly at the end of the Iast decade. About the samé€ time, national
impetus for significant development in m service education . appeared

_ with the passdge and fundmg of the Education Professions Develop-
.ment Act, dhd with the receipt of significant staff development grants

by the American Association of Janior Colleges from various founda-
tions. This g'rowingh\emphasis on in-service education was quickly re;
flected in a rapid expansion of research on the subject. Thus, whereas
“community college persofine| in charge of in-service tralmng before
1967 had to rely mainly upon the suggestions and observations of pub-
lic school and senior college practitioners, they have been able for the i
last seven years to avaa! “themselves of research developing out of, and’
indigenous to, the experience of two- -year institutions. ‘
My purpose here is to review this research. In discussing it, I
have two key objectives. (1) to describe the major emphases of the
literature, noting.substantive studies in each area, and (2) to delineate
S|gn|f|cant gaps in the present literature, gaps that need serious atteg-
tion jfl the next few years. It should be stressed that my ajm is not a
Iabored enumeration of the entire body of research, for what follows is
an interpretive supplement to the annotated bibliography compiled for
this conference. Thus, much of what i would say in exhaustqnve enumera-
tion would merely be repetitious. My pufpose, rather, is to highlight
items in the bibliography, a knowledge bf which is essential in ap-

proaching the fundamental problemns and jssues of staff development.

Emphases in the Literature to'Date

To begin, our first key concern is to describe emphases of the
literature to date. These might usefully be ,expressed in a number. of .
fundamental in-service training questions. ( ) What Ig needed? That is,
‘what is the nature and scope of the demand fl:r u} service education and
what is the nature and scope of ‘the available supply to meet that de-
mand? (2) How do we meet the need? That is, how shall we design na-
tional, state, and local staff development programs, both'&omprehen
" sive, contmuous ones and those targeted to splve special problems and
meet special needs? (3) What are the overnduEg problems in instituting
in service education, probjems both indigenous to the attempt and
problems umque to, or characteristic of, thns pomt in the history of

highereducation?

v
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In-service Training Needs . , .

nized as a f:rst rate priority in the mid- 19605 and has remained so up
to the present Roger Garrison’s ipterviews® with’ commumty college
faculty’ across the nation in 1966 indicated. serious concern, on the
part of those surveyed, for qualnty in-sgrvice programs aimed at pro-
fessional refreshment and upgrading. The doctoral dissectations of
J. R. Samlin and. Clyde Colman,* finished about the same time as
Garrlson s study, contain surveys of national scope that underline the
Tack of support for, §nd the inadequacy of, m service programs then in
existence. However, the most substantive early study was AAJC’s 1969
natnonal csrvey of c'ommumty college admmnstrators 5 ciesngned to de- .
lineate the major areas of in-service training demands, and to expose
serious deficiencjes in the training supply. An important list of in-ser-
vice needs was identified and critical gaps’in supply were discovered,
Since 1969, the most comprehensive summary of.needs has been pre-
sented by Terfy O’Banion in his report entitled, Teachers for Tomor-
row. Staff' Development in the Community-Junior College (1972),8
presented to the Presndent s Advjsory Countil for Education Professions
Development. His work represents a landmark study on the subject of
staff development. Its summary_ of community college needs, its de-
lineation of current major efforts in preservice and in-service training,
and its recommendations designed to meet the various needs of staff in
the coming decade make it an essential resource for those-involved in
planning and-directing in-sefvice education programs. A final work of
major import, especially as an update of the foregoing studies, is the
report on the pro@eedmgs of the 1973 AACJC National Assembly on
staff development entitled, Educational Opportunity for All. New
Staff for New Students.” This valuable vglume of papers by leaders in
the field of in service-education touches on such matters as “'Differen-
tiating Staff Patterns and Potentials,” “Staffing to Meet the Needs of
Spanish Speakmg Students,” ““Native Americah Staff. A Prerequisite
to Successful Indian Educataon, and A Futuristic Look at Training’’
by David S. Bushnell (whose recent study Orgunizing for Change. New
Prioritics for Communsty Colleges is part of a major attempt to antici-
pate the Ieadlng concerns of, and developments in, the community col-
lege through the 1970s).

The needs targeted by the foregoing studies and a number of
shorter, less significant works dre staggeringly broad in scope and fun
damentally important if the community college is to fulfill its mission

. Answering %e initial question {what is needed?) was recog-




as the collgge of the people. Staff need to understand the philosophy,
history, and goals of the community college. They need to understand
the college’s unique educational relationship with the community it
serves and the special needs of that community. They need an’intimate
underStandmg of the students they teach, counsel, and direct. They
need a working knowledge of programmed instruction, testing, mea
“surement, Iearning theory, and the latest in educational technology
They need a thorough understa dmg of, and a profound sensmvnty to,
sminority group backgrounds and ‘problems. They need to be made mas .
ters of group dynamics and human relations. In short, community col
lege staff need to be retréaded, revitalized, upgraded, refreshed, up
., dated, retaught—vyea, transfigured. No small order.

Meeting thé’Needs N —

N '

_ How do we meet the need? That is the second major emphasis
the literature has struggled with over the past few vyears. Terry
O'Banion’s Tvachers for Tumorrow again appedrs to be an essential
work here. For those planning staff development programs, his study
supplies basic background on the present statg of in service education,s
the types of training available, the nature of federal and state support,
and the role of the graduate institution. His recommendations for a
comprehensive, contingi‘hg program of in service seducation, statewide
and college wide, touching every staff member, and individually tailored
to each member's needs represent fundamental cons:deratnons for suc
cessful staff development. For an update on important staff develop
ment events since the publication of Teachers fur Tomorrow,
O’Banion’s article, ''Teachers for Tomorrow. One Year Later,” in the
November 1973 issue of the Cummunity and Juniar College Journal
highlights legislative, research, and program growth nationwide.

Statewide Programs. Statewide staff development programs
have been regrettably rare in the past decade. However, there have been”
a few promising deyelopments. The most important has been the model
Florida staff and program development effort established in 1967 when
the state legislature allocated 3 percent of the state’s community college
appropriation to be spent annually for such purposes. The model has
been variously described by O‘Banion in Teuchers for Tumorrow, by
Wetzler Wilson® who discussed implementation of the legislation in ‘
1970, and by Harold Kastner® who reviewed the. system’s progress in ,
1973 after six years of operation. It remains the finest statewid\e staff
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that is aimed at im rowng instruction in New York community col-
leges. A sngmflcan\ spect of the model is the promotion of greater op
portunities for fagulty in-service education. Statewide staff develop
ment programs; However, remain critically few and much more move-
ment is needed legislatively and administratively in this area.

College-Wide. Programs. Some excellent descriptions of com-
pfehensive‘ continuous, collede-wide staff development systems also
exist. O'Banion’s Teachers for Tomorrow again is a primary resource

N - - - i . .
. -book in thi$ regard, both reviewing models and recommending action

on comp_rehepsive in-service education. However, other valuable in-

sights may be gleaned from the observations of the staff development-
coordinators for Miami-Dagle North, Carol Zion and Connie Sutton, on
their college s innovative approach to continual professional growth.’

Another study, Orland Lefforge’s In-scrice Training as an Instrument
for Change,*? endorses a comprehensive program with the aims of de-
veloping a climate for educational innovatien on campus, and for indi-
vidual initiative in seeking. professional development. He also stresses

the vital need for evaluation and accountability in the use of in service
funds. The input on in service education, he asserts, should be measured
in terms of the results in increased student learning. Yet, in the,area of
continuous, comprehensive in service education, as in the area of state

wide staff development programs, the literature remains inadequate,
perhaps because the design and implementation of such systems have
been slow in evolving. Again, as with statewide programs, the need for
more. descrlptlons of successful models remains crucial.

Specnal Programs. The Ilterature of in-service education is most
fertile in its descriptions of what might be called special programs, '
those aimed at solving some Specmc .campus problem (e.g., lack of
awareness of minority group problems and backgrounds) or at edu
cating the staff in new teaching techniques (e.g., the writing of
learning-objectives). In the modification of staff values and behaviors,
a number of challenging models have been presented. One of these, the
Dallas Human Relations Lab of EI Centro Community College,'® de-
signed to achieve more open communication and cooperation between
admipistration, staff, and students, suggests one method of coping

37
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with a two.year college at odds with itself and its mission. Other ;‘nod‘els
concern themselves with sensitizing white, middle-class, ethnocentric
faculty to the cultural backgrounds and educational needs of the “'new’’
student,, Andrew Goodrich’s 1971 article, "The Now Facuity and the

3

New Ftudent,”'* discusses the importancé of trainipg faculty to a /

*.working awareness and. a new respect for those from”different educa
tional and cultural backgrounds. He examined AAJC’s Minority Aware- |
- ness Workshops and other programs as means to those énds. D. DeNewv:
presents yet a third model in his article, “’Retreading Teachers the Hard
* « Way.”" He reports on a summer institute for community college
teachers which matched them in one to one working relationships with
the youth of the inner city to intimately acquaint the forrpé[ with the
environment and the human needs of the latter. D. G. Berbert'® des-
cribes a variation of DeNevi’s approach, a one week seminar in Kansas
,City which put faculty in direct contact with the _envir{onmgnts and
problems of various racial, ethnic, and counter culture minority groups.
The foregoing are only a few of many experimental and innovative pro-
grams ‘designed to change staff values and behaviors. e

,4

Program Designed to Educate Staff in Teaching Techniques.

. The literature is reasonably rich in its descriptions of special programs
:‘ designed to educate and update staff in new teaching techniques and
'\technology. For instance, Roger Garrison's description of the 1969
AAJC Seminar for Great Teachers'” has since become a model for re-
gional and state conferences, bringing together highly competent com-
munity college instructors to facilitate the transfer of new ideas, and
to keep top staff members challenged and refreshed. Another report,
one on Danforth’s Community College Institute,’® suggests one basis
for fruitful cooperation between the two year institution and the grad-
uate school by presenting faculty and administrators of the junior col-
lege with an opportunity to target a particular campus problem and
utilize the resources and expertise of the senior school to solve it. Stll
another description, a campus wide program at Columbia Basin College
for curriculum reform through the implementation of behavioral ob’
jectives, presents a useful model for those contemplating similar ex-
peri“ments.19 One final example, discussed by J. W. Gilley and T. A.
Tollefson, in their monograph, Products and Productivits. A Perspec-
tive on Learning,?® reports on an in service education program to
train instructors in the “systems’ approach to instruction at Wytheville
Community College. Again, these works only scratch the surface of




3

the available literature and the aim here is merely to suggest the variety
and extent of research on the subject. If the Carnegie Commission’s
forecast of a general use of new instructional technologies by the year
200021 s corgect, the importance of this emphasis of the literature

will grow yearly. (’/ |
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Problems of Instituting Quality In-service Training

’

The third major emphasis of the literature éoncentrates on the
overriding problems in instituting quality in-service training, problems
both indigenous to the attempt and problems unique to, or chfracteris
tic of, this particular point in the history of higher education. Four of
the most critical problems’ at present seem to be support, graduate
schoolg, rétrencﬁrjnent, and collective bargaining. ) .

Support. The first and most critical problem is that of support,
support being defined in terms of both philosophical commitment and
concrete funding. O'Banion’s Tcachers for Tumorrow stresses the ne
cessity of commitment from sfate legiskatures, departments of educa
tion, community college trustees, administrators, and faculty members
in achieving a smoothly functioning, comprehensive staff development
program. Funding, which goes hand in hand with significant commit:
ment, is SO serious a,problem that discussions on it are interlaged )
throughout the literature. For instance, Orland Lefforge in In-seriice
Training as an Instrument for Change?® suggests that two-year colleges
explore more vigorously than they have in the past the potential of
low-cost, high-yield programs. On another tack, Louis Bender, at the
AACJC 1973 Assembly on Staff Development,?® delineated the latest
legislative and funding actions on the(federal and state levels and made
recommendations for coping with the situation as it stands presently.
Funding trends today on the federal and state levels may generally be
termed nontrends. They are neither progressive nor reactionary: The
picture presented by the literature is one of less than wholehearted
commitment to staff development. At worst the response has been
cold, at best, lukewarm. Obviously there are other problems in design

) ing and implemen?mg in-sérvice training, but lack of commitment and
funding are fundamental. The problem of support is, indeed, one of
the first rank. ' . ,
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University Training. A second ’significan,t problem lies in the
relationship between the graduate school and the community college,
when the resources of the. former become a necessity in meeting the
in-service training needs of the latter. After the question of “Do we
have the support and money?” comes that of “Can we find relevant
quality training beyond what we ourselves can produce?’’ The lack of
responsiveness of graduate institutions to two-year college needs had
become $o critical in the late sixties that Derek Singer?* was moved to
suggest the establishment of a community college institute for the
preservice. and .in-service training of personnel. Lates, Jay Chronister,
in an occasional paper entitled /n-scrvice Training for Two-Year Cullege
Faculty and Staff. The Role of the Graduate Institution,?5 delineated
the major problems and gonsiderations that those involved ig .planning'
community college in service programs must anticipate in working with
upper level schools. Finally, in the last two years, descriptions have
begunsto appear of "nodel" cooperative relationships between junior
and senior institutions. Danforth!s Community, College Institute has
already been mentioned in this regard. Another example, discussed by
Charles Atwell and Robert Sullins,?® examines an equal partner rela-
tionship between New River Community College in Southwestern
Virginia and Virginia Polytechnic Institute and State University. One
last relationship, briefly described by Bob Miller, 27 reports on a pro-
gram developed by Tarrant County Junior College District whereby
s:taff can receive graduate trammg at any of seven different universities
with a minimal time spgnt in residence. While the literature is not
nearly substantial enough on this problem, significant progress.is being
made, in part a reflection of a changing attitude towards, and a greater
responsiveness to, the community coIIege on the part of graduate in-
stitutions., i

Retrenchment. The third major Problem facing com-r;lenity
college in service programs in the seventies—that of retrenchment—is
only beginning to receive serious attention in the literature. Raymond
E. Schultz's article, entitled "'Low Turnover Creates Staff Development
Problems,”?8 investigates stabilization and retrenchment as a major
phenomenon of higher education in the 1970s. Schultz discusses po-
tential effects on staff development and rnakes’ suggestions for im-
plementing in-service activities in the face of stable staffs and re-
trenched ones. However, the most important study to date is Fuculty
Development in a Time of Retrenchment,?® published this year by the




Group for Human,‘DeveIopment in Higher Education associat‘;ad_with
Chunge méagazine. It makes valuable observations on the need for in
creased attention to m service education due to retrenchment, dis-
cusses in detail possuble in service programs, teacher training, the role
of experts and consultants, available nanogal resources, and other re-
!ated matters, and makes key strategy recommendations. Yet, though

th|s volume is a substantive one, much more study is needed on the .

effects of retrenchment and on successful in- servnce programs in are
trenched environment. ‘

Collective Bargaming A fourth and final major proEl/'m today
lies in the effects of collective bargaining on staff development. The
literature is almost totally mute on the subject, aside from a short arti-
cle by James H. Nelson called ""Collective Bargaining. .An Instrument
for Staff Develdpment. 3¢ He advocates a shift from agreements that
endorse activities believed to result in professional growth to behavioral
changes or competencies which can serve as evidence of such growth.
However, his glance at the subject presents neither substantial data on
staff development under present agreements nor strategy recommenda-
tions for establishing significant programs under future agreements.
Yet, the fact is. collective bargammg is fast becoming another major

phenomenon in the evolution of the community college in the seven-

ties. Qver one third of all public postsecondary educational institutions
have adopted a union line stance in only one decade, a level not reached
by the private sector for 37 years.3' Obviously, the investigation of the
effect of collective bargaining on staff development needs to be given
first-rate priority. .
2 - ‘ d
Gaps in the Literature on In-service Education

The second key objective of this paper is to deiineate serious
gaps in the current literature on in service education and in so doing,
‘o make recommendations for further study. While the Izterature of in
service training has undergone an mcreasmgly rapid expanSaon over the
last decade, as we have already seen, it comes nowhere near to being ex
hausttve In fact, it is clear from what has been said to this point that
the role of the graduate school in, and the effects of retrenchment and
collective bargaining on, staff developmeiit need considerably more at-

-

" tention than they have received to date. Several additional areas need )

significant study:
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1. While several national surveys have been made of in-service
needs, more such data is needed on a continuing basis to be
able to identify common and recurring needs, to make viable
fundmg decisions, and to do substantnve Iong range p'lanmng

2. While the literature describes some successful statewide and
.campus wide models for staff development, many_.more are
needed. These descriptions should supply guidelines for im
plementatlon whenever possible. Furthermore, useful des
criptions of in-service models meeting the specnal problems
and potehtial of adjunct faculty and classified staff are Iarge
ly nonexistent—a deficiency that represents a critical gap in
our knowledge. |,

3. There is little investigation into the 1mportant problems”
posed by weak or nonexistent commitment to staff develop
ment on the part of community college trustees or into use-
ful methods to elicit and strengthen active trustee support.

4. The major problem of fundmg for staff development has re-
ceived due notice and review in the literature. However, not
enough attention has yet Been pa|d to seeking low-cost,
highzreturn programs.

,‘5" The'value of commumty advisary boards in planning in-ser-
:;ce programs needs investigation and models for the suc-

«
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cgssful participation,of such boards need to be described.

inally, the present and potential influence and emphasis of
accrediting agencies on staff development and in-service edu-

' «cation as one indicator of institutional wtalnty need to be
studied. e

7/

'

Clearly, the foregoing list is not comprehensive, but it does\suggest that
while in service education may be an idea wRose time has come on the
community college scene, much research remains to be done before in
service training comes fully into its own. " oo
. In conclusion, this review of the Interature was not meant to
be exhaustive. Its aim has been to delineate thé mgmf:cant concerns of
the research to date, to present an introductory survey to some of, the
substantive work done on these concerns, and to suggest priority areas
that need further.investigation. Though any review like this tends to
be less than exciting, a knowledge of the literature, its emphases and
gaps, is imperative if we are not to repeat the errors of the past, pain
fully discover lessons already well learned elsewhere, and,,as the old
cliché goes, end up “reinventing the wheel.” In short, a thorough
knowledge of the literature can serve as a sound sprnngboard to suc

cessful staff development. . ‘ .
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COMMUNITY COLLEGE STAFF DEVELOPMENT PROGRAMS
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In late November, the 1973 Assembly of the American Asso-
ciation of Community and Junior Colieges, consisting of slightly more
than 100 representatives from throughout the community college field,
met at Airlie House (Virginia) to consider the topic. ‘‘Educational Op
" portunity for All: New Staff for New Students.” -

Although much of the discussion at the Assembiy centered
around the need for faculty to develop new skills for use in meeting the
needs of the "new” student, there was agreement that "'staff" included
. all who served in the two-year college, and that the need for training
extended beyond the mere acquisition of competencies for serving the
“new" student. "What is needed,” the Assembly. concluded, "is for
each college {to] identify its staff development needs in the light of
its own missions, its own clientele, and its obligation to the community
it serves." Concurring that "'the staff of the college is its greatest re
source,” Assembly participants urged in the “most’’ vigorous terms
that all community and junior colleges accept staff development as a
"first rank priority.”?

As one might expect, the major recommendations of the Assem
bly were neither unexpected nor new, for the critical need for com
munity college staff development has been a profound and growing con
cern in educational circles for two decades. The time for “debating
whether or not a need for staff development exists has passed. The
issue is “how.” As trustees, deans, presidents, division[department
chairmen, and faculty in community colleges across the country are
addressing the question "how?" there are a number of questions and
issues which should be considered. This paper was written to provide
a checklist of those topics. Hopefully, consideration of the following

&,
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questions and issues prior to initiating a program will significantly
improve the results achieved by that program.

3

1. What answer can be given to staff who ask, "Why do we
neécy a staff development program?” .
2. Who will be responsible for doing the planning?
3. How. will specific staff development needs be identified?

. What is the-balance between institutional priorities and indi
vidual needs? - '

. Which staff members should participate?

. How flexible will the ﬁrogram be?

. How can staff be motivated to participate?

. How should the prdgram be scheduled?

. Who will conduct the program?

10. What instructional technique(s) work(s) best?

11. What publicity should be made of the program and how
should the program be disseminated?

12. Should the program be evaluated, and if so, how?

. 13. How should the program be funded and what other kinds of
support, besides funding, are needed?

$o

W oo N O

Staff Development Defined
A rd
In the discussion which follows, staff development is defined as
in service programs designed to improve the professional competenc.ies
of those already serving in the community college. The article focuses
on staff developnmient activities conducted by a college at, or near, its
campus. Not included are the wide variety of activities often considered
as part of in service programs such as. one or two day orientation acti
vities at the beginning of the school year, sabbatical leaves, short term
leaves, visits to other colleges, attendance at conferences, etc.

Questions and Issues
1. What answer can be given”to staff who ash, Wi do we need
a staff development program?"

The enthusiastic support for in service education voiced by the
Assembly participants, most of whom were not faculty members, of
ten is not shared by the average community college instftictor. Due to

3 .
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"ten is nat shared by the average community college instructor. Dueto

" acéeptable to faculty, administrators, and trustees is essential.

needs of this ngw clientele.

<
<
*

previous expenence many faculty look upon in-service education in
much the same way as some people view their in-laws- somethmg to
be endured. Too often, "in-service’’ is associated with memories of
“long winded speeches delivered at inopportune t|mes in crowded class- .
rooms by visitors who make a speech, then run to catch a plane to
another consulting job. Faculty are not the only ones with doubts

about staff development. Many administrators have memories of fruits.

less and expensive in service program failures which “‘retarded’’ rather

than “improved”, and board-members, facing the financial exigencies

of the 1970s, can logically be expected to raise penetrating questions. .
Consequently, the development of a rationale for in-service activities

However, explaining the need for staff development programs
should not be difficult. Tq.- begm with, the majority of the staff now
workmg in two year colleges | we/re employed durjng the #apid expan-
sion years gf the 1960s when thousands of new positions were filled
by personnel With little or no previous experience in two-year
colleges. Further, few if any of them had received specific training to
prepare them for their roles since, at that time, few university-based
programs were established for this purpose and the small number in
existence were of dubious value.

However, even if the majonty of the staff had been graduated
from outstanding preserv:ce programs, the need for staff development
would remaln At best, graduates are prepared to begin to teach, to.
counsel, to administer. They are not finished products. Much as an
architect |s~w;‘“§,nsed to begin practice, a new faculty member is pre-
pared only to begin to teach. The real task of learning begins wuth the
first day on the job. '

The need for staff development is further accentuated by the
constantly changing nature of the two year college. The modern day
community college through whose “open doors’* have come thousands
of so<called “new” students is not the junior coliege of the 1950s and
early 60s. The “now"’ college serves a new clientele. the convicted rapist
or murderer in the nearby prison, the 50 year old accountant desperate-
ly attempting to learn computer programmingin order to hold his job, or
the 35 year old housewife who, now that all the kids are in school, is
finally ready to begin a career for herself. There is little in the back-
ground of present staff to suggest that they are equipped to mee. the

«
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Another reason for staff development programs is not unlike
the basis for similar programs in business and mdustry the need for
constant improvement in terms of improved efficiency and effective-
ness. Observed instructional deficiencies such as high student failute or
attrition are obvious areas for improvement. Not quite so obvious, but
of equal importance, are the meffectnvpness of many department heads
and the inappropriate career counseling given many students.

However, perhaps the greatest reason for staff development
lies not in preparing faculty to teach more effectively, or managers to
manage more effectively, but in the need for community colleges and
those who work in them to become acclimated to the constant need
for change. For, if the past 70 years are any harbinger of the next 70
' years, the two year college of 2044 will not resemble the community

college of 1974 any more than-the community college of 1974 mirrors
the image of the junior college of 1900.

2. Who will be responsible for doing the planning?

In initiating a program of staff development, the issue of “who
" should do the planning?” is bound to arise sooner or later. No one de-
. cision is more critical than deciding who is to pian. In fact, it is not
being too presumptuous to state that in some sntuatxons, the legitimacy
in the institution of those who plan a staff development program will
more likely determine the success of the program than what is planned.
This applies regardless of whether planning is done by a line adminis-
tratcr, a group of administrators, or a committee representing ail those
. who would be participants in staff development activities.

¥

3. How will staff development needs be identified?

Closely’related to the questioﬁ of where the responsibility for
planning will-be vested is the decision regarding how staff developme.it
needs will:be identified.

It would seem that a logical place to start is the individual staff
member, for, in the words of one writer, “Only the instructor can iden-
tify the training needs he really wants to meet, only he can implement

. the changes in his, instruction resulting from training, and only he.can
make the evaluation become an instrument for further development.”’2

. Involvement of participants in planning also has the obvious
. advantage that it helps avqid some of the traditional reasons for staff
resistance to in service programs. indifference or, perhaps more com-
monly, resentment by staff at not being involved in planning an acti-
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ity very directly related to them. On the minus side, the obvious dis-
advantages of this approach to defining staff needs are the difficulties
inherent in going to the constituency on any issue—the time requnred
the possibility for polarization, etc.

Other methods of determining needs. which cin be utilized
includé the development of a list af competencies (e.g. College of the
Mainland in Texas), the use of national or regional surveys,® or the
employment of an outside consultant skilled in in-service education.

Another approach to the problem being used by a few colleges
(most notably Miami-Dade in Florida and Central Piedmont in North
Carolina) is the establishment of an office staffed by several persons
responsible for both determining needs, and planning, implementing,
and evaluating staff development programs. Several smaller institutions
have elected to create a new position with the title of Educational De
velopment Officer, and have made this individual responsible for all
.aspects of in-service training.

4. What is the balance between institutional priorities and in-
dividual’ needs?

An area often overlgoked in early planning for staff develop-
ment is that of balancing institutional priorities and individual needs.
.Each institution has certain goals or objectives, although not always
clearly formulated, which must be achieved. In-service programs offer
a logical and appropriate means by which the staff can acquire compe-
tencies needed to fulfill the ever-changing goals of a college.

On the other hand, many individual staff members are aware
of areas in which they would like to become more skilled. These staff
are willing, often eager, to participate in activities related to their per
ceived needs. flowever, they will not be receptive to programs imposed
from above vr\ich they perceive as being irrelevant to their require-
ments,

An ideal solution appears to be: (1) to generate logically de-
rived programs of staff development from ciearly formulated state-
ments of institutional goals and objectives, {2) to combine these with
training needs derived from the identified needs of the total staff of
the college, and (3) to derive from this mixture a balanced staff devel
opment program which meets both institutional and individual needs.

Unfortunately, this is most often not the case. Institutional
goars are seldom stated in terms which can be used to derive means of
accomplishment, and staff are rarely inventoried to determine their

-~
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avoidance of the problem.

-

needs. The result is too many dysfunctional programs or even an
eventual confrontation when the needs of the two functions are seen
as conflicting. Early consideration of this possibility should lead to

-

5. Which staff should participate?

The questlon of who will participate is closely tied to whati is
planned, in a“which comes first, chicken and-egg situation.” Does one
select content first, then partlcnpants or participants first, then con-
tent? These implications aside, there are three basic decisions to be
made. (a) Will participation be voluntary or nonvoluntary? (b) Will all
staff or only certain groups or categories (faculty, counselors, etc.) be
involved? (c) Will only full time personnel be ehglble to partncupate or
will partatime:staff also be included? .

A recently published report by the Group for Human Develop-
ment in Higher Education for Change magazine offers some msnghts

"into the question of volunteers. "’Organizers of a faculty develbpment

program might start with a small, well-sponsored, carefully organized
program .designed for those professors who most wish to take advan-
tage of it.”"* The report cautions, however, that “one danger of starting
only with volunteer faculty is that they might .nuude a high percentage
of professors most disaffected from the institution. The program could
thus become known as a haven for misfits.”’® .

A similarly “sticky” topic is the'focds of staff development. In
the past, in service has referred almost exclusively to faculty- related
activities. However, in recent years there has been a growing recogni-
tion “that staff development is for all staff, from the president to the
classified staff. .

The i$sue of involvement of part- time Ms by no means a
minor one. Part-time faculty are especially numerous on the commun-
ity college campus and may well constitute up to 40 percent of the

* staff in many locations.® Although many adjunct staff can benefit

from in service programs designed for full time staff (e.g., writing learn-
ing objectives), each institution should consider the value of in-service
activities specifically designed for part time staff. Specialists from
business and industry with little teaching background and experience

" may benefit significantly from tailor made staff development pro-

grams directed at their particular needs. o .




6. How flexible will the program be?

Ideally, once participants are selected, the needs determined,
and institutional priorities communicated, an in service programi can be
structured. However, several issues remain. to what extent may indi
vidual staff feel free to add to, or subtract from, programs planned for
their. respective groups? In other words, how much opportunity will
there be for staff to suggest plans based on. their individual needs?
Will there be several options to chgose from? Or, will all persons with-
in aparticular staff category (faculty, counselors, etc.) receive the same
training?” - -

kY

7. How can staff be motivated to particpate?

Assuming .that all of the questions and issues raised in other
parts Bf this article are vesolved, staff development is doomed to fatlure
unless the staff for whom it is planned are motivated to attend. In the
experience of the authors, there are a number of questions, which, if
satisfaciorily resolved, will significantly increase motivation of staff to
Participate. . . e

AWill partigipation in in service programs count toward pro-

motion and/or increments in salary? '

B. Will credit be granted for ‘participation and, if so, will it be

.+ institutional or transferable graduate credit?

.C. Will participants recsive pay for attending? .
D. Have institutional expectations been clearly defined? Is par-

- ticipation in staff developmént expected of all staff mem-
bers, or is it a voluntary activity?

E. Is satisfactory participation in staff develop'ment considered
part of the evaluation process?

F. What other recognition and rewards il the faculty member
receive for productive professional development?

The answer to this last question is especially important. Re-
leased time, opportunities to visit- other colleges, or to attend con
férences and meetings all can be aspects of a rewards policy which en
courages and support? staff involvement in the program. .

. 8. How should the program be scheduled? 4

Regardless of the nature of the program, a number of issues re-
!'ated to the scheduling of in service activities exist. For example, will

~
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programs be scheduled during regular working hours with staff released -
from obligations, or will programs be held on Saturdays or aftet regular
hours? For group oriented sessions, will each program be repeated
smore than once to increase attendance possibilities? Can or should
, several days for in service activities during which there are no classes be
“built into the college calendar? Or, can w%ekend retreats be planned in
which participants.meet off campus for a-day or two? , .
Another and very significant decision related to scheduling is
that of continuity in the program. Garrison’s survey of faculty atti-
tudes reported in “Junior College Faculty. Issues and Probiems”
found that staff desired in service education ‘“on a continuing basis.””’
This is in sharp contrast to the majority of programs observed by the

" authors in whith “in service’ is a one-day workshop traditionally held

at the beginning of the school year.

A new and as yet undetermined factor in the scheduling of
staff development programs is the influence of collective bargaining
agreements. An examination of a large number of contracts filed in the
library of the Center for the Study of Higher Education at The Penn-
sylvania State University reveals a wide variance in provisions for staff
development. On the one extreme are agreements which are silent on
the subject, while others are very explicit regarding the number of
"in-service days'’ which a staff member can be required to attend.

9. Who will conduct the program?

In deciding who will conduct staff development activities,
thought should be given to the comparative advantages of inside versus
outside personael. Some considerations include. the relatively unbiased
viewpoint of an outsider, the difficulty of being a "prophet in one’s
own country,” and the expanded.array of outside talent available. On
the other hand, an outsider is not ""tuned’’ to the unique aspects of the
local situation, usually costs a great deal more, and is often unavailable
for follow-up actiyities. Further, use of local talent can be a morale
booster, and is, in the best sense of the word, "staff development.”

Needless to say, the final decision regarding who will conduct
the program is crucial. This is especially true of first efforts when failure
can mean a setback of the entire program for one or two years.

Two of the most common mistakes in selecting outside resource
persons are the failure to adequately check out credentials and the
tendency to be unduly influenced by a $50 or $100 difference in fees.
When compare‘d to the intangible costs of an unsdecessful program, a
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few dollars spent in telephone calls to other institutions where a po-
tential consultant has worked or the extra expenditure of $50 or $100
a day are negligible..

Subsidiary concerns here include the extent to which nearby
graduatesschools will be involved with the college in plannifig in
service programs. Close articulation between graduate and community
college educators can be of critical importance in establishing 'relgvant
staff development programs that require input beyond the resources
of the individual two year college. As J. L.. Chronister has observed,
" "the cooperative approach should involve the two ycar and graduate
institution in full partnerships, defining specific needs, evaluating con
tent and methodologjcal approaches to meeting the needs w,ith‘the
unique resources and weaknesses of each kind of institution clearly in
mind."® The chance for faculty to earn graduate credit for participa-
tion in in service ‘activities is an inviting one and should be considered
by planners. The desire for credit has proved a consistent motive for
facultygover the years as evidenced by the results of a 1967 AACJC
survey.

10. What instructional techniques work best?

As has been the case with several other issues, the question of
which instructional approach to take can hardly be considered alone.
But for the moment, assumé that decisions.regarding scheduling, con
tent, etc., have beer: made and that there is considerable latitude with
respect to instructional approach. A number of itsues remain. Will
content be presented using a group mode or an individualized approach?
To what extent is the staff to become actively, as opposed to passively,
invalved? Will an effort be made to match the method of instruction
being advocated with the same procedures in the staff development
program? For example, in a session related to individuélizqd instruc
tion, will the program be individualized?

11. What publicity should be made of the program and how should
. information regarding the program be disseminated?

All too often dissemination of information to participants
about a program is overlooked until the last minute with the result
being poor attendance due to previously scheduled activities. Issues to
be resolved here are. Who will be responsible for disseminating informa
tion? How will it be done? When? Publicity and dissemination issues

’
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are not minor ones. The best planned program is of nQ use if partici-
pants.do not know of it in time to attend. .

12. Should<the program be evaluated and if so, how?

. Unfortunately, the old -adage, “If ,It is worth doing, it is worth
evaluating,” does not usually apply to in-service programs. Conse-
quently, mistakes of the past %ave been repeated time and again, and

meaningless to participants are con- -

tinued. In planning staff development programs, attention should be
given to the following questions. (a) Will the program, or participan_ts,
or both, be evaluated? (b) How will it be determined if the program'’s
objectlves have been ret? (c) What parts of the program should be
continued or deleted? (d) What changes in behavior, both cognitive
and affective, occurred? (e} If accountability is part of the in-service
prcgram, are there any provisions allowing staff a reasonable right-to-
fail in ‘order to avoid stifling attempts at improvement? (f) Wall atten-
tic1 be given to developing ways of gathering feedback durmg the in-
service program, rather than waiting until its culmination? (g) How
will évaluation be handled? By college personnel or by consultants?

13. How should the program be funded and what other hinds of
support besides funding are needed?

Two fundamental issues are present Here. (a) How will the
program be funded? (b} What other wsnble support will be given to
siaff development?

In answering the former, consideration should be given to the
pros and cons of various ways of funding. Is budgeting for staff devel-
opment to be a regular part of the budget document or must it be

Justified each year? Are all funds for staff development to be in-one

or more separate line items in the college budget, or will each major
unit budget for it? In either instance, who is authorized to sign for
expenditures? What guidelines, if any, exist? If internal funds for staff
development are low, has the institution sought viable.alternative pians?
In the financially tight 1970s most colleges may have to plan’
their programs with an eye to economy. Highly innovative, experi-
mental programs have monopolized the literature in the last 10 years,
programs that may well be considered unsuitable with present funding
shortages. The monetary input has often been high on these programs,
the cost effectiveness low. For thé immediate future, staff develop-
ment may be forced to take a more practical turn and seek jow-cost,
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high-return approaches similar to those suggested by Oriand Lefforge
in his /n-Service Training as an Instrument for Change.'© His sugges-
tions for utilizing in house expertise, developing reg)onal and state
talent pools, and [otatrng campus personnel, only start to scratch the
surface, suggestrng the economical staff development program as a
valuable area for further examinatiort and research. .

The second major question (What other visible support will be -

given staff development?) presents a number of issues. Are there
policies supporting staff development? How does the .administration
reinforce staff participation? Are staff development activities publi

“cized? Does the president’s annual report mention in service edusation?
" Does staff development receive firm support from trustees and state

agencies? If support is weak, what measures can be taken to increase
trustee and State support?

Support from governing bodies can be crucial to success. If the
faculty and its immediate superiors are making a concerted effort to
work together for the improvement of instruction through in-service
training, théy must have the support of trustees and state agencies to
produce fully satrsfactory results. That support is essential in avoiding
fragmented programs, misguided salary schedules t'hat reward mere
credit hour collecting, and other policies that can hamstrang programs.
Trustees, while legitimately concerned with accountability, must allow
the faculty a reasonable rrght_to fail if attempts at instructional im
provement are not to be stifleé Enlightened state planning in close
consultation with comgnhunity colleges can prevent wasteful duplica
tion, encourage drssemrnatron of services, and move graduate institu
tions towards, greater responsiveness to the two year college’s in service
needs. v

-

Conclusion

The problems questions, and issues enumerated above are by
no means irresolvable or unarnswerable. However, their solution requrres
a firm commitment to staff development, a commitment fully justified
by. the purposss, objeétives, and needs of the commuruty college. In a
period of declining enroliments and tightened budgets, the ailocation
of scarce funds for staff development activities may seem like a luxury.
However, if the needs of the new student are to be met, if communica-
tion between staff and administrators is to improve, if the newly

1
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emerging role of the college in the community is to be realized—in
short, if the community college is to continue to adapt tq changes in
its several missions, then there is no alternative but to engage in a
carefully planned\program of staff development.

-

/) -
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STAFF DEVELOPMENT AT A LARGE INSTITUTION
Muriel Vollum,

Director of Educational Development
Central Piedmont Community College
s Charlotte, North Carolina -

At Central Piedmont Community College the staff develop-
ment activities are decentralized, with each major area (college transfer,
etc.) determining its own staff development efforts. Therefore, in
my position.as Director of Educational Development, | do not have re
sponsibility for college-wide staff development like many of you,
rather | plan and conduct those in service activities that relate to in
structional development. { have been ashed to talk about some of our
in-service staff development and, particularly, to include a description
of the “smorgasbord” workshop | conducted at one of our fall facuity
conferences. - ’

Smorgasbord Worlkshop

Our fall faculty conference two years ago included a series of
optional activities from which the faculty could select whatever com
bination suited their interests. | was asked to plan some type of work
shop either on behavioral objectives or individualized instruction. The
participants would be available for about §0 minutes, | was to repeat
the workshop five times to accommodate everyone in the space avail
able. | was working with faculty members who ranged from knowing
almost nothing about objectives or the “"how to” of individualized in
struction to some who had done considerable development work and
knew what behavioral objectives and individualized instruction were
about.

| concluded that with these constraints, my best solution was
to ‘practice what | preached”” and set up a workshop that would lend
itself both to self pacing and to individualized, self prescription so that
those coming in could do what they wanted to, when they wanted to,
and for whatever length of time they wanted to. By converting a large
office into a small “"theatre”, utilizing the dial access carrels in the hall

r-..9
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. outside; and setting up an adjacent classroom with several siide pro-
jectors, filmstrip projectors, and a reading area, | was able to offer a
variety of both print and nonprint resources, each organized into one
of seven categories of interest and annotated in the handout the
staff received when they arrived. The cover sheet of the handout was as
follows:

Smorgasbord Workshop

Welcome to *“A Smorgasbord Approach to Indwviduahized Instruction! While you
are waiting for the workshbp to begin, you may want to start iooking over this menu
. so that you can decide what activity or actvities you'd iike to spend your time on, You
can just try an appetizer and leave early, have a whale meal and stay until the end of this
- session, or—if you don‘t have enough time to do everything you want to do—come back
for a second helping at any later session for which tickets are stll available.
This is a seM-instructional workshop with a vaniety of possible activities.
A Systematic Approach or Individualized Instruction in General
Behavioral Objectives
¢ Objectives Dealing with Attitudes {Affective)

Use of Media
Learning Strategies
Evaluation .

Revision Process
How to_Prepare Self-Instructional Materials

*

" Each subject category in_ the handbook offered a variety of activities
similar to this sample from the offerings related to behavioral objec-
tives: .

Behavioral Objectives

Room 126 See slide/tape  “Instructional Objectives™ {insgroup;. Part 1 concentrates
program on objectives for the classroom, Part 2 shows how these
relate to the organization’s objectives. This is probably one
of the best ways.you could spend your tme if your interest
lies 1n this area and you feel you are not an expert yet.

. {40 min. for bath parts; intermussion after Part 1.}

i - Haliway Work through A Programmed Lesson in Objectives Writing'' (Chapter 31,
l’ a quick, easy. way to get the fundamentals if you are a be-
ginner. You may work right in this book and take 1t with
you. .

Self-instructional booklet, “'Instructional Ends” by Renee
Wescott. Good basic foundation (28 pages). ’
Mager’s little book *“Prepaning Instructional Objectives™,
the bible on objectives! It's programmed, quick to go
through, and gives you the basics.

30 ’ . .
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Boott{B Listen tu “Instructional Objectives” cassette. Side 1 expisins what a
(Holds 2-3} cassette behaviorat objective 1s, where they come from, and why
) : they are usdulﬂde 2 deals with arguments against objec-

13
¢ tives.

Hallway . Bead Small book, “Stating Behavioral Objgctives for Classroom
. . Instruction” by Norman Gronlund. Practical, quick, easy. .
Article, “‘Probing. the Validity of Arguments sgainst Be.
. havioral Objectives.” If you‘re bothered by the whole busi-
) - ness of objectives, this-may answer some of your doubts
(or give you-some nevs arguments you hadn‘t even thought

oft) You may take a copy ifyou like. ¢
Booklet “Instructional Objectives” by Harty and Monroe.
This self-instructional bookiet :gccompanies the Intgroup
4 v f film programs but is intended for those who want more ag-

vanced principles and more depth. .

Room 112 Work through ";Anllyz.mg Learniag Outcomes’ {Vimcet) deals with bre
) filmstrip/tape  requisite, subtasks or en route objectives and terminal ob-
program jectives and provides practice, in sequencing these. (Be sure

you have accompanying worksheet )

Room: 112 See exampies  F our volume sst by subject area pubhshed by WestmghOuse
{browsing {divided by primary, intermediate and secondary, but many
- e « - table) still ussful for community\college).
.. . Subject booklets pablished by Instructionat Objectives Ex-
change; much morespecific than Westinghouse, with sample
fest itams included. i

ot ';p'xamplgs of objectives in the various courses displayed.
< ., A1

The participants then could determine from the handout which
activity ‘or activities they wanted to select and whether they wanted to,
.concentrate on one area or explore several within the time avaiiable.
Some returned for more than one session so they could pursue several
activities. The workshop proved to be very successful and the faculty
seemed. to find it a refreshing change from the structured “all do-the
same-thing" approach which they had expected.

The result of this smorgasbord workshop has been to extend
the basic concept of that activity to a permanent site in the LRC where
faculty can come at any time_on their own and use a variety of self
insttuctional resources related to instructional improvement. We have

\ designated a corner of the LRC library area as the TLC, which-stands
. for Teachmg Learning Corner, where we have organized the professional
hbrary books from the library collection, a wide variety of cassettes,
filmstrips, ¥lide/tape programs, etc., and samples of modules of pro
grams in as wide a variety of courses as we can collect. We maintain
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an annotated description of all the resource materials in the TLC with
enough copies for any faculty persor. who desires one. On the bulletin
board we maintain notices ‘of conferences, copies of interesting articles,
newsletters, etc. There are easy chairs for reading and a large work
table, with two listening tables nearby that will accommodate 20 eat-
phones. We also use the area for small Jjnformal in-service activities
which we hold approxnmately every three weeks. These sessions Jast
for an hour and range over many subjects. Some, of the titles from this
past year’s listings are. The Use and Preparation of Transparencies, Our
Handicapped: Implications for Instruction, Student Feedback. How to
Get It and What to Do with It, Coping with Reading I5roblems The
Campus Without Walls Concept, and Use of Our Computer for Testing. '\,
v ' \\
Open Lab Workshop Preparation of Self-Ipstructional Materials \
We utilize: the week of registration and preparation between
quarters for conducting an open lab type workshop on “The Prepara- ¢
tion of Self Instructional Materials.” The workshop opened on Monday
with a one hour session at which time we laid the foundation by defin-
ing individualized instruction in a live presentation with transparencies
(This proved to be one of the most progluctive aspects of the workshop},
present:a};be’rationaie behind it in a slide/tape presentation, explained
the oper'1ab procedures for the workshop, and distributed the first unit
of the self paced materials we were using for teaching the techniques
of a ‘gystematic approach.” Each participant developed a module
throughout the course of the week, working at his own pace either in
the workshop room or at a place of his choice. The room was staffed
contmt;ously for individual help, and coffee and donuts were available
in the room. Additional optional activities were posted for each day
* {films, discussions;“¢tc.}, but we found that only a few participants
found the time to go beyond the basics of working through the units
and developing their own module. The group met as a. whole for two
additional large group sessiens, the rest of the time they worked on
their own or with peers or staff consultants. Although the week was a
busy one for faculty, they worked very hard and enthusiastically and
evaluated the workshop very positively. One of the most valuable as-
pects of the week was faculty experience in self-pacing as learners.
Many commented that had the workshop not been orgarmzed in the

fashion it was, they would not have been able to juggle registration, ‘7
: : ?




department meetings, etc., and simultaneously participate in this in- .

service activity. Probably the greatest weakness in the workshop was
that we assumed tdo much in the first session and failed to do adequate
orientation to the workshop as a self paced, open-lab activity. While
we were able to correct this quickly, | recommend that anyone con-
ducting this type of workshop for the first time allow plenty of time
for orientation and directions to make sure that everyone understands

_what they will be doing and how. We have learned that teachers as
learners are really not very different from our students as learners—
they need and desefve the same consideration, guidance, and careful
directions! .

3 r

Quarter-Long Course in Effective Community College Teaching

The most extensive in service activity we have undertaken was
a quarter long course conducted this past quarter entitled ''Effective
Community College Teaching.” The course consisted of 10 weekly
meetings and was designed both to provide an opportunity for discuss-
ing issues and developing positive attitudes toward such concepts as
the open door policy, systematic approach, etc., as well as to assist jn
dévelopment of skills for effective teaching. Each particié%nt in the
course was given a personal copy of the book, "Toward Instructional
Accountability” coauthored by Barton Herrscher and John Roueche.
Five of the classes were focused on the following topics with appro-
priate readings from the book assigned for each. (1) rationale for
change, (2) innovative instruction, (3) the concept of learning for
mastery, (4) special Iearm@g,needs of the community college student,
and (5) evaluation of student learning and instructional programs.

Dr. Herrscher participated in five sessions in which each topic
was dealt with in informal discussion. The additional five classes were
devoted to such topics as evaluation and testing, affective objectives,
use of overhead projector, and systematic approach utilizing a variety
of activities including small group work, optional discussion groups,
and hands-on experience. Each participant was provided with a list of
suggested optional activities arranged by categories and annotated, and
urged to prescribe their own program in consultation with the staff to
accommodate their widely varying degreés of background knowledge.
” Again we found that the competing demands on the time of a faculty
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person make it unlikely for them to find the time and self-discipline
necessary to go beyond the minimum in a noncredit course. )
" In addition to these aétiyities, those persons who had not al-/
ready been through a workshop on the systematic approach were given
the seif instructional materials used in the "betweeh-quarters” work-
shop and encouraged to develop & module of tReir choice. Sﬁveral
faculty members completed thiJ on a self-paced schedule wi}h indi-
vidualized help from the staff. {\gain, we found that one of the real
values of this type of in-service activity is the learning theéaculty per-
son experiences when cast-—oftet for the first time—in/,t erole of a
learner in & nontraditional environment. Many commented on this,
and one instructor, as part of th,é anonymous evaluation of the.course,
. wrote: /

The course has been, very helpful so far. It is evident that you
and your staff have devoted a great deal of thought and energy
to make it pertinent. My problem, | think, is that | have not
learned how to "’fake" a coyrse that has no negative motivators
such as recitatigns, tests, eu?c\The, absence of such prods en-
courages me tdprocrastinate in the readings, for example. This
is beneficial because it is helping me understand my students’
point of view toward what they may see as an unstructued
learning situation. : .

This past year we asked for voluriteers from the faculty to serve
as an advisory committee to educational development, particularly to
work, with us on planning and evaluating in-service activities. A good
representation from a variety of departments responded and we are
about to form a new committee for the coming year. We hope we can
involve this next committee even more actively so that they assist in
many of our staff development efforts, thereby better utilizing the ex-
pertise that many of our faculty now have and can share with their
peers.

*
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STAFP DEVELOPMENT IN A MEDIUM-SIZED COLLEGE

I d

Harmon B. Pierce

Dean of [nstruction
Burlington County Coliege
Pemberton! New Jersay

“n hus book on-the applucatuons of thé systems approach to the
commumty col!ege Barbee outlines seven basic fenets in systems plan
nlng These tenets are: =

1. Statement of Objectives -

2. Delineation of Constraints

3. Establishment.of Measures of Effectiveness

4. Synthesis of Alternate Solutions

5. Establishment of Cost Elements '

6. Cost Effectiveness Analysis to Establish Trade-Offs .
7. Contmumg Evaluation and Feedback

2 Burlington County College a comprehensive pubhc community

-college, is committed to systematic instructional piapning based on
tenets similar to those outlined by Barbee. Its process consists of the
followmg steps:

1. Make a philosophical institutional commitment to fa‘cu!ty de
velopment.

. Establish the major goals and objectives of the program.

. Establish cost elements for objectives and view with regard to
overall college goals and budget.

. Reassess objectives in view of constramts and synthesize
alternate objectives.

5. Select feasible.compromise objectives for each fiscal year.

. Evaluate the total program at the completion-of each annual
cycle.

7. Base/férther program decisions on evaluative feedback.

W N
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The onginal 42 page paper presented at the conference s presented here /h an_
edited, shortened form. |




This process mandates that instructional technology systems
(ITS) in their broadest sense must be understood by the faculty, and a
commitment toward implementation must be developed. Instructional
technology systems mean more than_utilization of such media as the
computer, videotapes, and audio tutorial programs. At Burlington, we
believe ITS implementation requires faculty familiarity with the ideas
of such educational theorists as Skinner, Bloom, Mager, Popham, and
Banathy. It also requires faculty commitment to instruction that has
been designed systematically and possesses such characteristics as as-

" sessment of student needs, specific learning objectives based on these
needs, instructional strategies to help students meet the objéctives, .

and collection of data on student performance which can be used to
revise the system (see Figure 1). -

Colleges are obligated by law in some states and collective
bargaining agreements in others tb provide a staff development plan to
complement and strengthen performante evaluation policies. The most

important reason for the existence of faculty development plans, how-.

ever, is the improvement of student learning.

At Burlington, we have developed and implemented a plan for
faculty development entailing pre and in service training, staff support
personnel, firfincial incentives, and professional growth activities. The
overall goal of the faculty development program is the dnprovement of
student lcarning. Some faculty related developmental objectives for
accomplishment of thig goal are:

ko

1. Through mstututnonally provided formal andmformal train-
ing, a cognitive knowledge base concerning the mission and
students of the comprehensive community college should be
achieved by 100 percent-of the full time faculty and at least
90 percent of the adjunct‘faculty.

2. Through institutionally provided training and incentives, an
appropriate level of implementation of instructional technol
ogy systems should be achieved by 100 percent of the full-
time faculty and at least 75 percent of the adjunct faculty.

- 3. Through institutionally provnded training and incentives, a
demonstrated willingness to iMplement instructional ap-
proaches conducive to learning for the heterogeneous stu-
dent population should be achieved by 100 percent of the
full-time faculty and at least 75 perdent of the adjunct
faculty.

’
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4. Through institutionally provided funding, at least 50 per-
cent of the full time faculty participate each academic year
in some professionally enriching activity, such as travel, fur-
ther educatjon, professional associations, or special projects.

5. Through institutional stipends, summer grants, load points,
and liberal copyright,bolicies, compensation.should be avail-
able to all qualified faculty for creative deyelopment work.

8. Through institutional support services, technical assistance,
and special personnel, instructional support should be pro-
vided to all faculty in their developmental efforts.

7. Through appropriate institutional personnel, direct and in-
direct assessments should be conducted concerning the rela:
tionship of student learning to the faculty development pro-
gram and its costs. :

Tranclation of these objectives into the basic implementive ele-
ments of this comprehensive development and support plan involves
(1) organized training activities, (2) support for education, travel, and
other professional activities, (3) incentives for faculty development of
instructional materials, (4) establishment of an Instructional Develop-
ment Center,”a Division, of Learning Resources, and other personnel
supporting faculty development efforts, and (5) budgetary and evalua-
tive consideration. Each of these will be discussed briefly.

L3
\ { -
Organized Training Activities

f

4

The organized faculty {raining program at Burlington consists
of three areas. preservice training for full-time faculty, in-service train-
ing.for full-time faculty, and in servit’:g training for adjunct faculty.

‘ 1. Preservice Training Program for Faculty. All new faculty are
given a concentrated, preservice trainifg program with the objective of
acquainting them with the college’s pt)' osophical foundations and the
instructional techniques that they will
years since the college opened, ther€ have been five preservice training
institutes. The first session for the charter faculty was conducted
during the summer of 1969. The session was seven weeks long and was
designed to give the faculty preliminary training in writing objectives
and using different instructional strategies and, also, to allow faculty
time to do the injtial instructional development work necessary to
start fall classes.
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. This original institute was designed and conducted by the dean
of the t:\ollege with the assistahice of several outside consultative spe- .,
. Cialists. It§ubsequently became evident that thé college needed its own(
fuII time training specnallst knowledgeableg in the fields of nnstructnonal
development and educational technolfogy systems if staff training and
development were to receive the 'ongoing emphasis they deserved. The
posu on of Educational Development Officer (EDO) was created, and |,
/,Staff development and training functions were centered in this of- ;
fice. The EDO positiot), the evolution of the instructaonal Develop- ~
ment Center concept, and the additional development position of Su
pervisor of Testing and Evaluation will be discussed later in this paper
The second preservice training session, designed by the EDO,
was held in August 1970. This session was reduced to three weeks,
reflecting greater-efficiency in the organization of the training. The
second workshop was federally funded under the Education Profes- -
sions Devélopment Ar,,t/'FSe grant provided that an attempt be made
to write a model facul‘fy development program that might be ysed with
other colleges. The niatenals that were produced during this time have
since been used by a number of colleges thrqughout the country.
The, third preservice training session was held during August
1971. Thé workshop was reduced to a two week session and made ex-
tensive use of the kinds of materials used in the 1970 workshop. All
subsequent preservice institute sessions have been two weeks long. We
. find that with annual revisions of materials and improved efficiency
gamed through experience, we are able to accomplish in two weeks re-
sults that originally required seven.
A typical preservice institute schedule (August 1973) is shown
in Attachment A at the end of this paper. While in attendance, parti-
cipants are paid on the regular sumn.cr teaching salary scale according
to faculty rank.
Each year new faculty evaluate the experience as relevant and
highly valuable to them as teachers and profess.onals with no lessening
of value rankings on one-year follow up evalbations. On a few occa-
sions, late August emergency hirings have prevented some new faculty
from attending the preservice institute. In such cases, a lower level
of teaching.proficiency and a slower adjustment to the instutition usu
ally prevail throughout the academic year.
The best evaluation of the preservice training program, how
ever, is the fact that our faculty are writing behavioral objectives and
are using the alternate instructional strategies offered at the college to
assist the students in achieving the objectives.
‘ 39
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2. In-Service Training. To complement the intensive preservice
training program, the institution also conducts in service training for
faculty. In house in service sessions most often are designed and con
ducted by the Educational Development Officer (EDO) or the Super
visor of Testing and Eyaluation (STE/f, but als\o\have been conducted
by visiting consultants. In service activities have included a serie®of
seminar sessions on topics such as the systems‘appn{ach to instruction,
constructing behavioral objectives and test items that match objectives,
acquiring commercially available materials, the use o\f\nonprint media
and associated hardware, the épgnitive aqd affective doxpains, compu
ter assisted instruction, and special interest workshops in\the areas of
English composition and science education, in addition to ’§haring ses
sions” in which faculty have discussed their work in order tQ promote
an exchange of ideas among the staff. The faculty are encou<aged to
work through mediated, independent study programs dealing with
"“Principles and Practices of Instructional Technology” and wg h in
structional evaluation. . ’ N\

. The Division of Learning Resources (DLR) also conducts in-
service training to provide the faculty and staff with the varieties of
information and skills they require to successfully utilize a systems
approach to education and to creatively use the diverse support services
offered by the division such as more sophisticated equipment main
tained by DLR. the student response system, telelecture, television,
audio visual response units, and automated branch, programming de
vices. While itis formalized within preservice instituges for new facuity,
in service education is regularly provided informally on a one to one
basis by all of the professional staff members of the DLR. There could,
and probably should, be more formal DLR insservice education for
facultﬂf, and there are plans to increase this area in the coming year.
An incentive for full time faculty to participate in in service programs
exists in the form of credit toward promotion.

3. Adjunct Faculty Training. Burlington County College an-
nually employs some 50 to 80 adjunct {part time)} faculty members in
a variety of disciplines. S*tudent feedback and division chgirmen’s eval
uations of part time n?ff members indicated that training was needed
in such areas as the nature and mission of the comprehensive com
munity college, instructional technology systems, and the improve
ment of teaching. Adjuncts also needed to become more familiar with
the college and the programs and services it offered.
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During the 1971-72 and 1972-73 academic vears, in-service
institutes for these staff members were held each fall.and winter se
mester. Each institute consisted of five three hour sessions held on
sequential Saturday mornings. The syllabus for these sessions was
modified and shortened from the preservice institutes, and stressed
more immediate needs and-%'brt term develupment activities as well
as orientation to the College. (See Attachment B at the end of this
paper.)

) Over 85 percent of the residual adjunct faculty have completed
one of these institutes, and we now conduct one institute per academ’c
year, largely for new adjuncts., Participants are paid seventy five dol
lars if they complete the work assigned during the five sessions. Com
pletion of the institute also is tne of the requisites for advancement

“to senior adjunct faculty status and 5; rer pay.

Partnupants generally evaluate the experience highly. Most im
portantly, studgnt ratings of the resultant teaching indicate that the
experience is gffective in changmg faculty behavnor and in producingy
better instruction. .

o] ’ ’
Support for Professionally Enriching Activities

The collége provides financial. support for faculty to engage,
in further education, travel, and other professionally enriching activi
ties.

r 1. Tuition Payment fo;‘Graduate Work. The college pays for
graduate credits earned by full time faculty up to the amount of $420
per year, per full-time faculty member. —

%

2. Long Term Leave. Leaves of absence without pay may he
granted for periods of one or more academic years for the purposes of
graduate school or other professional growth activities.

) 3. Short-Term Leave. Subject to available funds, leaves of ab
sence with full pay may be granted for periods up 1o seven weeks {usu
ally during the seven week spring or summer term) for the purposes of
graduate school or other meessional growth aotivities.

Ed

. A
4. Sabbatical Leave. After seven years’ employment, a full
time faculty member may be granted a sabbatical leave of one half
year at full pay or one year at half pay. Leaves are granted in recogni
§ -
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tion of significant college or community service and for the purpose of
encouraging further work or study that will contribute to the profes
sional effectiveness of individuals and the value of their subsequent
services to the college.

5. Exchange Teaching Leave. After one year of service at the
college a paid leave of absence for one academic year may be granted
to participate in an exchange teaching program in other states, terri
tories, or countries or in a cultural program related to the teacher’s
academic discipline, when such programs include the provision of an
acceptable teacher to replace the one on exchange leave.

6. Faculty Travel. Local and long-distance conference and
meetings funds are budgeted annually to pay expenses for faculty to
travel to and attend professional conferences and workshops. At least

"one-third of the faculty attend such meetings each year.

s

Incentives to Faculty for Development of Instructional Materials

The college is committed to the support of ali fagulty develop
mental efforts and provides funding, time, and support personnel for
assistance. Though most of the materials are produced as a part.of the
instructor’s regular course preparation, specially funded materials pro
duction is essentid! for faculty to exercise developmental and creative
comi. _.encies for initial development and for continuing major revision
of courses and prcgrams, and to emphasize the commitment of the
college to systematic instructional development.

1. Faculty Fellowships. A unique feature of the instructional
development effort is the faculty fellowship. This is a grant to a facul
ty member or faculty team to do a specific instructional development
project during the summer when the individual {or group) ordinanly
is not under a'teaching contract. This gives the faculty involved a rea
sonable summer income and greatly assists instructional development.
The commitment of the institution to the faculty fellowship program
is best indicated by the fact that $20,000 to $30,000 is budgeted. for
such funding each summer, usually sponsoring some 12 to 18 prujects.

Each year in March, faculty members submit formal fellowship
proposals which are screened by a joint faculty administration com
mittee and ranked in order of priority for available funds. Normally,

“one-half to two thirds of the proposals submitted are funded.
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2. Released Time. Faculty are allowed released time from their
regular instructional loads for developing materials that capitalize on
the various modes of instruction. This released time is given with as
surance to the division chairman that a specific instructional product
will emerge. Monetary compensation is provided by allowing points
for instructional development under the faculty work load formula.
Examples of such products are independent study materials utilizing
linear programming techniques, mediated large group instructional se
quences, or audio-tutorial laboratory exercises. During the short term
when teaching loads are often lighter, the amount of released time for
faculty is greater.

3. Copyright Policy. A college patent and copyright policy
grants the faculty certain rights to instructional materials which they
develop. It is summarized below:

Board Policy 902 states that all property rights in books yvrit
ten, teaching aids developed (including workbooks, labortatory
manuals, transparencies, tapes, films, and the like) and equip
ment designed or invented shall belong to the staff member or
m%r;lbers who wrote, developed, designed, or invented such
items, including any done in conjunction with_the teaching
assignment or with any extended or released time authorized
or directed by the college. Such property rights inciude the
right to publish for private profit, the right to copyright any
book, manual,.gr other appropriate material, the rignt to nego
tiate with any person, firm, or corporations for the manufac
ture of any item, and the right to acquire any obtainable patent
rights. Apart from these property rights, Burlington County
College shall, to the extent that said item was written or de-
signed in connection with an extended or released time project
or program, have a joint property right therein which entitles
the college in perpetuity to use or purchase the item regard
less of copyrights or patents and exclusive of any royalties, com
missions, or other profits. The college also can request finan
cial reimbursement to the extent of its investment in the pio
duction of the materials.

It should be noted that the college has never requested reim
bursement for its investment in a project, even though it provides ex
tensive professional, technical, and clerical assistance on such projects.

E Era ) : 43




Iinstructional Development Center

~

The Instructional Development Center, a facility provided pri
marily for the faculty, serves ss a study and resource center for de
velopmental activities related to instruction. ¥he fcllowiny personnel
and materials are houseg in the center and are available at all times to
faculty who wish to utilize'them: -

1. The Educational Development Officer (EDO). The Educa:
tional Development Officer is an instructional theorist, planner, and
consultant responsible for assisfing in the planning, imgiementation,
and vélidation of systematically developed courses of study. This per
son works closely with individuals and groups of faculty, division
chairpersons, other staff specialists, and the dean of instruction in in
structional development efforts. Primary functions of this individual
are training of new and current full time and part?ﬁme faculty, con
sulting with faculty regarding educational research and technology,
and the design and validation of alternate learning strategfes for. in '
struc.ional projects. In the administrative organization of the college,
the Educational Development Officer reports directly to the Dean of

~ " Instruction, and performs a function complementary to that of the
Supervisor of Testing and Evaluation, whose responsibilities will be
discussed later in this paper.

The EDO possesses doctoral level training in educational tech
nology systems design and implementation, media application, and
educational research. This person also must possess a personality con
ducive to serving successfully as an educational colleague and consul
tant for the faculty.

2. The Supervisor of Testing and Evaluation (STE). The Super
visor of Testing and Evaluation is responsible for the direction and co-
ordination of educational and psychological testing with major em
phasis on evaluation of student learning. This person supervises the
College Test Center and its personnel, and works ciosely with teaching
faculty, the academic division chairpersons, the Educational Develop
ment Officer, the Associate Deans of Instruction,and the Director of
Institutional Research. He may also work with members of the Divi
sion of Student Development in matters of test selection and adminis
tration. His role with regard to faculty is mainly that of a staff mem
ber providing developmental and consultive services. In the adminis
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trative organization of the college, he reports diréctly to the Dean of
. Instruction, and performs a function complementary to the Educa
tional Development, Officer.

The STE holds an advanced degree in educatlonal and psycho

logical measurement and must be able to communicate with ar.d assist

many different individuals and groups who often possess little techni

_cal knowiedge regarding testing and evaluation. The STE also must be
“sufficiently versed in educational me..urement to follow specialized

technical discussion and understand cetailed statistical information,
be knowledgeable concerning criterion referenced testing, and be suf
ficiently familiar with projeCt evaluation to be able to assist faculty in
and direct institutional efforts toward assessing student learning based
upon behavnoral objectives.

3. instructnonal Programmer/Bibliographer {IP/B). The Instruc-
tional Programmer/Bibliographer conducts nonprint media bibliogra
phic searche§ at faculty request to determine what materials may be
available (commercially or from’ other mduwduals) which will meet the
pfogram requirements for a developing learning sequence. The IP/B, af
ter advising the faculty member or development team concerning
avalability and utility of materials for their program, can order
these materials for them and arrange for a preview before purchase. | f
materials are unavailable, the I1P/B advises the teacher or team on the
in house development and production of whatever is needed, and helps
the teacher or team (together, with the Educational Development Of
ficer and Coordinator of Media Services) program it into the course
design. The IP/B is assigned to the Division of Learning Resources and
reports to the Coordinator of Media Services.

4. Professional Library Collection. The professional library col-
lection supports the educational planning and deve.uopment of each
faculty member. It numbers over 1500 volumes and includes a variety
of other matenals both print and nonprint, in such areas as program
design, ‘instructional technology systems, behavioral objectives, curri
culum planning and design, educational and behavioral psychology,
educational research, history of education, higher education, the com
munity junior college, and theory and application ©f education tech
nology. Also included is an extensive microfiche collection of ERIC
documents.

<y
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The Division of Learning Resources (DLR)

‘ The improvement of student learnihg through the application
of educational systems and technology places stringent demands upon
faculty and the institution at large. If faculty are to develop profes-
sionally and utilize their expertise t0 the greatest instructional advan-
tage, they must be provided with ‘adequate institutional and instruc-
“tional support. The DLR contributes to this support through the fol-

fowing functions; .

.

1. The Library. While the library is essentially designed for stu-
dékt‘lifrning, considerable print and nonprint media for faculty en-
richmeéntare provided. Books, nonprint media; gnd periodicals are pur-
chased at faculty request; and a computerized locator system is em-
ployed to help users quickly and simply locate both print”and non-
print materials that are already available in-house.

2. Reference Librarian. A full-time refererice service provided
to students, but also made available to faculty, provides teachers with
developmental assistance in research in their subject aseas as well as in
teaching'and learning.

3. Coordinator of Mgdia Services (CMS). The Coordinator of
Media Services, an administrative staff member in the DLR, is respon-
sible for serving instructional and institd¥ional program needs in the
areas of presentation services, visual illustration, and printing.

Presentation services encompasses instructional television, the
electronic student response system, independent study areas, projec-
tion services, equipment distribution and maintenance, and audio re-
production; visual illustration includes graphic arts, photography, and
typography; and the print fucility provides faculty with completely
automated copy service, general printing, and photoduplication.
The CMS also is intimately involved in the design and produc-
tion of instructional materials, working jointly with faculty, the Edu-
cational Development Officer (EDO), and the Supetvisor of Testing
and Evaluation (STE) in faculty-initiated instructional materials de-
velopment projects. The CMS assigns productich tasks to learning re-
sources personnel; oversees .assembly of program components, re-
views program components and, if necessary, revises components to
meet the instructional needs of the faculty member, plans the irpple-
mentation procedure, schedules the presentation timetable with learn-
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ing resources persounel, assesses the program’s success after impléu
tation, and makes the necessary ptOgrammatlc revisions in content
and presentation-techniques.

The Coordinator of Media Services also directs the following
divisions whose functions directly support faculty in their instruc-
tional development efforts. graphic arts, photography, print shop,
audio prodtction, and video production. )

To illustrate the magnitude and priority of these services, the
print shop, with more than $250,0C0 invested in it, is one.of the most
completely eyuipped duplicating and printing facilities in southern
New' Jersex The staff includes fiveé technicians (a manager, a press
forematf, « ndthrée pressmen), two clerks, and six studept assistants.
Weekly output is about 70,000 collated and stapled impressions. The
turnar‘ound time for most work i 36 hours, but faculty may get im-

mediate duplication on copy of five pages or less.
: y . . .

Other Personnel Supporting Faculty Ij’evelopment Efforts

. .
The concept of differentiated staffing plays a key role in the
college’s approach to instruction and faculty development. Full time
instructional .staff cairy the final responsibility for instruction and
student evaluatjon, but are assisted by a large number of professional
and technical staff people. Some have already been discussed, but
others include: . .

1. Director of Instru-ctional .Computer Services (DICS). The‘

Dnrector of Instructional Computer Services is responsible to the Dean
of Research, Planning and Information Systems. One of ...e principal
functions of this person is to define, develop, and coordinate the opera-
tions of those computer services dealing directly with the instructional
programs. The Director of Instructional Computer Services is available
to faculty for consultation and technical assistance with computer
utilization in research projects, curriculum development, instruction,
and testing, maintains alibrary of computer applications in the jistruc-
tional computer service area, and sees that interested faculty are in
formed of new developments. His function interfaces with those of the
Supervisor of Testing and Evaluation and the Edqcanonal Develop-
ment Officer, and he participates in preservice and in service training

. institutes. He also may c¢gnduct formal in service sessions to orient
»
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faculty to instructional computer usage and, to new developments in
the field. . * p

2. Director of Institutional Reseatsh (DIR). The Director of
Institutional Research is available to assist faculty in designing and
conducting formal educational research projects and to provnde institu-
tional research data to faculty as requested, such as information on
student profiles.

»

3. Instructional Assistant (IA). Instructional Assistants are staff
members whé have special assignments to assist regular, full-ti
faculty members, but do not have final responsibility for systematic
instructional development or for student evaluation. They generally
have associate or baccalaureate degrees, hold rank below that of In-
structor, and are supervised by full time faculty members. |As work as
“classroom assistants in the independent study areas and in the open
laboratories, as well as provide individualized tutorial assistance to
students.

4. Technical and Clerical Support Personnel. In addition to the
professional staff, the college also provides several types of full-time
technical support personnel to assist_the faculty. This category in-
cludes. faculty secretaries provided at a ratio of about one full-time
secretary for each nine teaching faculty, test center clerks and monitors
to relieve faculty of time spent administering exams in class, electronics
technicians to set up and service media hardware, presentation service
technicians to set up and run mediated presentations from remote loca-
tions; materials check out clerks in open labs and independent study
areas; and Iaboratory technicians.

All of these positions help ffee faculty to perform the type of
developmental and evaluation work most advantageous to the learning
process ant also help the institution maintain a relatively high student/
teacher ratio while mamtammg high quality learning experiences for
the students. .

»
Budgetary and Evaluative Considerations

1. Budgetary Considerations. Obvious constraints to the staff
development program are the budget, time available to the faculty and
to the staff training specialists, the willingness of faculty to participate

o
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in the voluntary aspects?,of the grogram, and the magnitude and qual
ity of faculty output as a function of the personnel and money invested
in staff development by the cdllege.

The college places great emphasis on faculty development and
commits considerable funds and many personnel to the program. The
budgets of some offices such as that of the Educational Development
Officer are largely COmmntted to helping faCulty gfow professionally
and develop. better instructional programs. Qthers, such as.the Director
of Instructional Computer Services, devote a smaller portuon of ther
time and-money directly to faculty development.

An estimated annual program expenditure for 1974-7§ staff
development is' shown in Table 1.

" The total expendlture can be only an estimate, since our pres-

ent level of sophnstncatnon ‘with program budgeting does not provide a
method for exact time allocations for services by each office {assuming
such time allocations might be accurately recorded}, or for service
_units such as’ the print shop to differentiate faculty developmental

° e ae . TABLE 1
ESTIMATED ANNUAL PROGRAM EXPENDITURE FOR
STAFF DEFVELOPMENT =
1974-75
Burlington Gounty College
Activi'ty‘or Office . - : Annual Dollars
" Faculty Fellowships $ 25,000
Short-Tegm Leaves 3,000
Tuition Payments 10,000 '
Preservice Training ., 8,000
An-service Training 4,000
Faculty Travel and Conferances : - 10,000
Load Points for Deveiopmant 5,000 .
' N $ 63.000
Portion of Salary * ) ‘ '
EpO . N . 12,000
STE ) 9,000
b8 . - 5.000
cMS - . \ .7 4,000
Dir. Instruc. Comp. Serv. 2,000
Dir. Institutional Research ’ 500
Instructional Assistants 20,000
Technical and Clerical Personnel R H_ELOlo
. / $ 67,6800
Materials and Equipment (. . $ 20,000

“Total B $150,600
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printing jobs from other faculty or administrative printing. Also _as
pointed out earlier, it is often difficult to keep track of f ulty time
devoted to development activities. However, the estnmated total de-

velopment expenditure of $150 500 comes to slightly less than 3 per--

cent {2.98%) of the 1974-75 institutional operating budget of
$5,050,000. This percentage is comparable to the parameters set by
the state of Florida model for communlty college staff development
actlvmc* \

2. Evaluative Considerations. Generally, overall evaluation has
mdlcated the following indirect measures of success of mstr‘uct:onal
development

¥
1. The level of instructional competency at the institution is
rated as good to excellent by over 87 percent of all students
surveyed in all categories: current, graduated, transferred,
dropout,“and dean’s list.

2. Foliow up surveys of students transferred to senior colleges
and universities and employed by industry and government
indicate a high level of performance as rated by.schools and
employers, and a high level of sétisfaction by former students
with the education provided by the college.

3. Over 90 percent of all students surveyed in the above cate-
gories rated their instructors highly and are enthusiastic re-

garding the systematic approach to xnstructlon implemented

at the college.

4. Complaints from students regarding the ,teaching compe-
tency of some adjunct faculty membets have decreased
markedly when such faculty members have successfully com-
pleted an adjunct faculty in-service institute.

5. Student attrition between fall and winter semesters has been
reduced from a high of 20 percent in the first years of the
college to a stabilized figure of 7.0 to 7.6 percent for the
past two years, and the percentage of freshman year students
returning to the coliege for their second year has increased
over the same period. -

6. The i image of the college as a place where excellent instruc-
tion exists has been increasingly established within a grow-
ing constituency of teachers, administrators, and citizens in
the county and state, as indicated by research surveys and
informal feedback.

7. Faculty development and the comeomitant utilization of in-
structional technology systems {with dnfferentlated staffing




allowing a relatively high FTE student/FTE faculty ratio,
and an average academic year student credit hour production
of 1255 hours per faculty member) has allowed the college_.
to operate the instructional program at below the national
and New Jersey average cost per FTE, despite the rather
large institutional investment in development and instruc-
tional support.’

8. Full-time and adjunct faculty rank the preservice and in-
service institutes highly with regard to the accomplishment
of their developmental objectives, and surveysmdlcate a high
degree of internalization of knowledge and q‘eered at;dﬁ
by the participants. .

) 9. Faculty who ‘have not expenenced preservice or in-service

*  institutes invariably receive, on the average, lower student
ratings of their instruction than those who have compieted
institutes. (These faculty, however{ are relatively few in
number among full-time staff and complete an institute .
within one year if they remain with the college. Comparative
data on student academic performance, therefore, is some-
what inconclusive.)

"10. One hundred percent of the full-time faculty are writing
learning objectives and working to impfément instructional
systems technology .in their teaching.

~

It is, of course, difficult if not impossible to ascertain precisely
which of the above general evaluative factors or prograrn components
contribute. in the most cost effective way to the accomplishment of
the faculty development objectives and to the major goal stated at the
beginning of this' paper. Based on the overall evaluative results, how-
ever, we can continue to believe that 3 percent of the mstltunonal
budget is not too much to devote to faculty development. The goal is
being achieved. Student {@arning is being improved.

1Dzmd E Barbee, 1 Syefems Approgcch to Commumits College Fducation (Naw ]
Yoark Augrbach Publishers, 1972), p. £9.
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Attachment A

Typical Schedute: .
Presarvice Institute New Faculty :
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Outline of Topies for In-Service Institute

Session |

Introduction to Burlington County College
@. Introduction of staff . 15.20 min.
b. Comimunity college student 60
¢. Handouts: catalog, dir hendbook, etc.

. Bresk - " 15 min.
d. Ir;troduction of chairmen

~ ™ hort divisional msetings . 20 min.

- 8. Announcements: homework, handouts, objectives
and schedule for workshop
f. Tour 1 hout
g. Evaluation : 18 min.
h. Homework: “'Instr. Systems for Student Learning—
The BCC Approach”

]
v

- Session I!

Iptroduction to session 10 min.
Systems approach to Jnstruction

a. Definition of terms 15 min.
b. Systems spproach and grading at BCC 30 min.
c. Packet vs, fackage 10 min.
d. Application to particuler tourses 20 min.
e. Discussion y 30 min.

Bresk

f. Syliabus, explanation : 10 min.
Homawork .
g. Selfinstruction packet . . 1 hour
1. .Overview of a packet
2. Msjor goals, topics or concepts of a unit
3. Writing the rationale
4, The use of pre & post-testing .
. Evaluation ’
Homework
Sylisbus . i
Cohen-""Objectives for College Courses™ .
Read course packets
Mager, Goal Analysis. Ch, 8—"Surprise Endings"” . .

*

[

Session 111 ) : ‘
{ntroduction
Packet preparation continued - “ .
s, “Specifications and Analysis of Performance Objectves™ '

b. Use of non-print media i

Sources ,

Choice of media '

*

Break

Q - ‘ 70
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Pempao

- 1 Session IV

)

Development of unit of instruction

“Choice and Design of Lesrning Activities”

dohnson & Johnson, Assuring Learning with Self-Instructional Packages
Review of guidelines for designing a packet

Evaluation ‘.g.
Homework " J * .

Criterion-referenced testing -
Testing and types of test itams; constructing teacher-made tests

.

e 8

Testing, Feedback, & Evaluation

s a
b.

y
e

Session V

a
b.

‘ A ‘ ~c.

hY

res
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Packet preparaticn continued .

Design of test items ; '

Feedback and evaluation devices

Types ~

Usas

Implementation at BCC .
“Evaluation

Homework: revise packets

,J

~

Packet revision; instructional unit revision

Packet exchange -

Final evaluation . W
Ca— .
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STAFF DEVELOPMENT ON A SMALL CAMPUS
Clyde C. Clements, JIr.

Director, Program Development
Lake City Community College -
Lake City, Florida

¢

-

I want to describe working on staff development in the small,”

.innovative community college that cannot afford a full-time Edtica-
" tional Development Officer.

Lake City Community College is a small college of 2,000 stu-
dents located in rural north central Florida with an instructional staff
of under 100. Yet our college has a long standing commitment to in-
novation. The diverse background of the faculty needed to staff the
comprehensive curriculum makes staff development paramount. On
the technical side, our faculty frequently needs assistance on how to
teach their area of expertise. In both the transfer and technical divi-
sions, the faculty needs atlded exposure to the concept of the open
door, the comprehensive curriculum, community services, and under-
standing the background of the community college student. Instruc-
tional strategies to accoimodate diverse students, including the use of
performance cbjectives, packaging, computer ssisted instruction, and
media support have been staff development priorities this year.

Functions of the Office of Program Development

+

| am the Director of Program Development. Let me describe
the functions of the office:

The Office of Program Development provides a systems ap-
proach to academic improvement that involves faculty com-
mittees in cooperation with the President’s Administrative
Council to establish priorities. By this cooperation ail aspects
of academic improvement focus on meeting college objectives
with an emphasis on meaningful innovatipn.

The Director of Program Develppment serves as the professional
staff advisor on program development for the college, keeping
the président, vice president, and administrative council ‘ad-
vised of trends in extra budgetary support that might affect

’;’sj& L ) 67




policy or long- range plans. The Development Officer also
assists in staff development plans of the college to |mprove
teaching and insure a learner oriented program. {Administrative
Handbook, L.ake City Community College.)

I have spent 30 to 40 pErcent of my time on staff development
plans in tHe academic year of 1973-74.

Qur academic improvement progtam wgs submitted and ac-
cepted as an exemplary practice for staff and p‘rgfam development by
the State Department of Education. Lake City Community College
had a year long commitment to staff development in the followmg
areas: .

1.A faculty developm’ent series, which is a monthly mini-work
shop in how to improve instruction and cntucal issues for the
community college educators.

2. Procurement of monies from the state through a committee
whick controls the allocated funds, to serve as a direct initia-
tive to the facuity in the staff development process.

3. A committee approach to the grants idea, including wntmg

up of a proposal request based on thinking through issues

. and focusing more clearly on objectives for curriculum and
instructional improvement by the faculty.

4. Specnal programs such as the work of.the compensatory
education task force, which called for growth on the pai ¢ of
committee members, research, rgadmg, site- vnsuts, and awatre-
ness of new concepts. Out of this came a revision of non-
credit progressive studies into a modularized, full-transfer
credit program with a human relations component.

In reviewing these four areas— faculty development series, staff
and program development fund, the committee approach to grants,
.and the special task force on compensatory education- the first two
are clearly within a narrow definition of staff development. | would
contend, tco, that facuity growth stimulated by our committee ap
proach to grants and our special faculty task force on compensatory
education also contributed to in-service education.

This position would also be consistent with the interconnected
policy funding of staff and program development by the state of
Florida.

The total ac,aaemuc improvement program may be viewed in
this way:




PART t/Objectives

PART !I/Faculty improvement Meetings -
PART ll1/Professional Improvement Meetihgs
PART IV/Staff and Program Development Fund

"PART V/Federally Funded Projects - ~ -

PART VI/Vocational-Technical (SDE) Grants
PART VIl/Departmental and Individual Faculty/Staff Projects
PART VIi1/Grant Applications for 1974-75

Our schoolwide objectives for the féculty/staff/program im-

provements for 1973-74 are set down:

A. Toprovide alI faculty with an orientation to CAI {computer-
assisted instruction).

B. To provide all faculty with an orientation to individualizing
instruction and writing performance objectives for at least
one course (1973-74).

1. Technical Division

a.

b.

c.

To update syllabt and lesson plans by each mstructor
for one block/phase of his instruction.

To provide in-service education for faculty in “How to
Teach.”

To write performance objectives for at least one course
during the year.

2. Transfer Division

a.
b.
c.

d.

€.

f.

g.

To follow a system for improving the learning experi-
ence, ""Creative Learmng and Management System.”

To update syllabl write one sample lesson plan for one
course.

To write performance objectives for at least one course
during the year.

To review and evaluate all precollege, progressive studies
courses and make plans for necessary changes; to pre-
pare compensatory education task force recommenda-
tion.

To involve all faculty in revnsnon of general educatlon
requ:rements

To initiate division-wide honors program. )

To investigate CAl potential use in transfer courses.

C.To implement the college long-range planh for CLMS, a
Creative Learning Managenient System, 1974-80.
1. CLMS committee workshop, 1/29/74
2. CLMS subcommittees {Units 1-7)yL complete “PE RT" for
pilot model by March 30, 1974.

3."Program pllot model in computer beginning in September
-1974.

+ 69
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D. To continue faculty/staff in service education to meet the
changing educational requirements of the college based on
annual needs assessment.

To meet these objectives, our faculty development series of
mini workshops served as a principal vehicle. The year long program
was in three areas. (1) nfethodswf improving instruction through CAl,
media support, and writing performance objectives, (2) critical 1ssues
like the four day week, competency based education, and nonpunitive
grading, featuring factual presentations, panels, and open discussion of
each issue, (3) nationally known consultants like John Roueihe and
James Wattenbarger to discuss the community college goals and philos-
ophy and work with the faculty.

Methods to Improve Instruction

, - .

The fall semester of the faculty development series focused on
ways to improve instruction. In order to help the faculty become aware
of new learning resources services and equipment, the media specialist,
Tom Mccﬁfken, conducted a workshop with hands-on applications.
The directsr. of the National Science Foundation-funded training con-
sortium for computer assisted instruction, Robert Moore, explained
how teams of circuit riders could.help faculty to use CAl by visiting
the campus once a week. Moore contlucted a session in August and
again in Degember to make the faculty fully aware of the ongoing
chance to learn to use computer assisted instruction. Faculty were
trained to use, the terminal leased to the Univers:ty of Florida and the
new Lake City Community College mini-computer system installed by

- Director of Computing Activities, John Griffith.

In another area, several consultants, Howard Kirk and Ron
Peake of the University of West Florida, assisted the technical division
to meet the state mandate of specifying program objectives. Dean
Walter Parnell and | provided information and directions to transfer
faculty undertaking a similar task.

" Critical Issues in Educgation * .

in education, which proved to be a successful format. Research was

/
4

Another method of staff development focused on critical issues
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done on a topical_area important to the staff perception and accep

tance, such ‘as competency based instruction. This research was pre

., sented in a factual way to the faculty, either by a single speaker or a
panel. Qpen discussion then took place. | well remember my presenta

~ tion on competency based instruction and the debate provoked by
Benjamin Blooms’ statement that up to 90 percent of students could
achieve mastery if the time factor were fiexible and instruction were
fully individualized. Arthur Cohen's sample objectives took quite a
scouring from the liberal arts faculty at that early October meeting.
Yet by the spring, faculty had met their deadiine on program objec
tives and were coming to the office for individual help on course objec
tives and packaging. .

Another burning issue was presented by President Phillips in
the form of a proposal to put the school on the four day week in re-
sponse to the energy crisis. This issue was examined in faculty forum
and by the students before it was adopted. A comprehensive assess
ment of the four day week was done by staff psychologist, Clark
Hardman, for the State Department of Education. .

Perhaps the most controversial issue of all was the proposed

, revision of the progressive studies program at Lake City Community
College. After a_four month study by the compensatory education
task force, which inciuded visits to successful programs, and receiving
advice from experts like John Roueche of the University of Texas,
the proposal was sent before the curriculum and steering and planning
committees where it was endorsed. (Faculty opinion had been sampled
in a November meeting chaired by Dean Parnell.) Then the task force
was formed with me as chairman, a final presentation was made in
March by the task force. John Roueche conducted a wrap up workshop

“in April on the implications of open admissions and presented exam
ples of successful compensatory programs around the country.

The result was that six of the seven recommendations passed
with full faculty consent. In the fall, Lake City Community College will
have an individualized, full credit system of compensatory studies al
lowing the student to start at his own level in math, gnglish, or reading,
and progress at his own pace to completion of the performance objec
tives. Human relativns and improved counseling will provide the
“glue” - the study skills, improvement in self concept, and career and
program counseling so necessary to help former underachievgrs.

. ' 71
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Use of Cor%sulmpts

in our series aimed at improving instrugtion in the fall, faculty

reaction led me to believe that the presentation and discussion of com-
munity college concepts would be essential to the success of our pro-
gram. Comments from the transfer faculty indicated that some still
held reference points to a four year liberal arts program and to gradu-
ateschool standards rather than to the general education requirements

of the community college. A number of the technical faculty indicated
" that they, too, needed help in accepting the concept of the open door,
the comprehensive curriculum, community services, and the nature
and background of the community college student. These points were
the concepts called for by the EPDA advisory committee in their re-
port, People for the People’s Culleges. Wider dissemination of these
concepts among community college staff was stressed.

"~ We were fortunate to have close to us, James Wattenbarger of
the University of Florida, the idea man of the Florida community col-
lege movement. Doctor Wattenbarger’s dissertation study metamor-
phoged over aperiod of a few years into the master plan for the Florida
community college system. Dr. Wattenbarger kicked off the spring
series with a discussion of the goals and philosophy of the Florida com-
munity college movement. He traced the change from several small
junior colleges to the system of 28 colleges with an articulation agree-
ment providing junior level transfer to the senior universities. He em-
phasized the aims and objectives of the system in its service to the
citizenry of the state. The chairman of our history department told
me that this was the best presentation ever brought tp our campus.

Dr. Wattenbarger was on campus a full day as was John Roueche
in his work with the faculty on individualization and compensatory
education. Coffee and an informal session was set up in the morning
for those who could attend, followed by the mini-workshop sessions.
Mary McCauiley of the University of Florida, whose topic was the use
of Myers Briggs Personality Inventory in education, and H. H. McAshan
of the University of North Florida, whose topic was behavioral objec-
tives for the psychomotor and affective areas and the systems approach,
also had sessions and mini workshops in the same format during the
spring. | recommend this full day use of on-campus consultants for
promoting faculty change
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Background to the System of Staff and Program Development Funds.
State of Florida

In order to understand the system of staff and program develop-
ment funds of the state of Florida, let me briefly sketch the background
as set forth in the publication, Staff and Program Development in
Florida’s Community Colleges 1972-73, published by the Department
of Education, Tallahassee. -«

Up to July 1, 1973, althority for staff and program develop-
ment was $230.767 of the Florida statutes. The State Board of Educa
tiorf regulations and directives from the Divicion of Community Col--
leges provided administrative assistance. Funding then was atarate of ,
3 percent of salaries.

Under new funding procedures, staff .and program develop-
ment authorization is removed from law. State Board of Education

\Regulatlons (6A-8.761) now provide the authority for the SPD pro-
+ gram and provide the allocation formula. Further direction for ad-
mnmstratlon rests with the division of community colleges. The pro-
* gram is funded at the rate of 2 percent of the previous year’s appor-
tionment for current operation. The two percent is an add-on to the
portion appropriated to a school from the money earned by FTE
formula. So, SPD money is clearly not intended for normal costs but
for “training and startup money,” according to Presndent Herbert
Phillips of Lake City Community College, who has watched its opera-

tion since the beginning. .

The framers of the SPD program in Fiorida wisely saw staff
and program development as mterconnected For programs, the em-
phasis was clearly on initiating and planning new programs, not ex-
panding old ones. For staff, the improvement in competencies might
include “interacting and updating experiences in hufhan relations, in
occupational skills, in subject matter, in teachi\g techniques, in foun-
dation disciplines, and in resources utilization.” 'Staff was defined to
include all personnel employed by the coIIeges

Each college had to submit a broad Fi ive Year Goals Plan for
staff and program development, which was to be updated annually.
Also, each college must submit an Activity Plan with a budget sum-
mary and an Activity g‘valuqnon for each discrete activity.
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The thrust of SZD is to be fAnovation and.improvement. Fund
ing new positions with SPQ) money is limited to a maximum of three
years. Purchasing new equipment is similarly restricted to program ini
tiation, and improvement with a limit of 15 percent for ‘hardware.
Preparation for accreditation self study was also prohibited.

Yet, within these restrictions, the number and variety of acti
vities is amazing. faculty have been helped to attend off campus semi
nars and professional meetings, to continue professional study, or to
develop a new curriculum approach or to mediate a course.

Some. SPD activities have been pointed towards reaching po
tential students or keeping the ones we have in school. Brevard Com
munity College supported a mobile recruiting unit. Lake City Com
munity College set up acareer information center. A school wide tu
torial program and student advising program using peers has also aided
our retention at i.ake City. Students have helped to implement and
test the dividing of basic science courses into modules. Start up costs
for our instructional mini computer system were partially defrayed by
SPD money. This included paying the technician to devise and keep the
system in operation and obtaining certain besic equipment. President
Phillips commented, “Computer Assisted Instruction is a new teaching
tooi at Lake City Community College, and it would have been impos
sible to start without SPD monies.”

Coordination of the statewide program is through a system of
SPD coordinators with one from each community college. In the ma-
jority of cases, the SPD money is administered from the president’s
office, dean’s office, or development office. Some other colleges use
faculty evaluation paneis. In a recent coordinators’ conference, our
faculty chairman found out that Lake City Community College was
the only college to have both faculty evaluation and faculty responsi
bility for the administration and financial bookkeeping. Mrs. Burnette
serves without pay as our chairman of the steering and planning com
mittee, composed of elected faculty. A major responsibility of this
committee on committees is SPD fund administration. The develop
ment officer also serves on the committee to provide advice as to how
the SPD program relates to the entire grants posture of the college.

Any faculty member may make a proposal to the committee
for support by filling out an activity plan. Each desired activity must
have two readings before the faculty committee. Generally, this pro
ponent makes a brief presentation or is dvailal?le to answer questions
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about the goals, objectives, procedures, evaluation, and budget for
the activity. The proposed.activity Should mesh with the five-year plan
and yearly goals of the college. By keeping aclose eye on the budget,
our coordinator is able te give the committee guidance on the number
of projects which can be approved.

Our steering and planning committee itself administers "'Pro-
ject Lift,” an SPD activity for faculty. Travel to professional meetings,
or to view a successful program at anotier school to get ideas, or even
to pay one haif tuition for a professional course is provided for a

‘J§ faculty member who can justify his request.

o

* ¥

Conmittee Method of Developing Proposals for Funding

The last area of staff development 1 wish to sketch quickly is
our committee method of generating ideas and helping to execute a
federal or state proposal. | have found that in grants involving a sub-
stantlal institutional commitment, it is best to form a committee from
all affected areas of the coliege. A chairman is elected who may even
tually become the project officer. Three planning meetings with a time
schedule are then set up. At the first planning meeting, the develop-
ment officer explains the guidelines. A consultant in the subject matter
of the grant may make a presentation to provide expertise. Assignment
will then be given out to committee members for. (1) the problem and
specific facts from subject areas, {2) goals and objectives, (3) imple-
menting procedures, (4) evaluation, and (5) budget materials.

Each committee member then presents at the second meeting
his position paper covering points 1 through 5. This meeting is a
working session to spot discrepancies in program, purposes, and bud-
get. Considerable faculty growth is encouraged in this interchange of
ideas from various disciplines.

At the third meeting, the development officer presents an edi-
ted version of the committee papers approximating the guidelines of
the proposal. This full committee pravides the findl feedback. From
there the proposal goes to ths president for institutional approval,

I have found this committee methaod clears up a great many
misunderstandings, encourages staff growth in preparing position pa-
pers, and helps to select a project officer. It is a viable institutional
method for proposal development which prosides staff growth at the
same time.
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RECOMMENDATIONS FOR COMMUNITY COLLEGE
STAFF DEVELOPMENT PROGRAMS

Walter E. Hunter )
Meramec Communi bollege A
St. Loyis Community College District

*
*

It might be interesting to ask yourself the question:

Do you know any college staff member who began his/her
career with the aim of becoming a poor teacher, administrator
or staff member, or' student?

Your answer to this question is very likely to be “no.” Few, if
any, initiate a career with the intent of failure or even medlocre per
formance, yet, some perform at very low levels of effectiveness and
others may be classed as failures. - \

Try these questions: . '.

{
Do you know any college staff members who do not want to
improve their performance?

Do you know any college staff member whose performance
cannot be improved by further development {education,
training, practice)?

-~
Your answers to these questions are also very likely to be “no

[
Certainly most, if not all, individuals desire to improve their perfor-
mance, and most can improve their performance under the appropriate
circumstances. Your affirmative answers to these questions indicate
that you probably would support the idea of a staff development pro- . i
_ gram at your institution. Most teachers, administrators, staff members, :
and students do support the idea of staff development.

It is well known and accepted that community. colleges are 1
called upon to deliver a special kind of educational service. These col }
leges .are usually characterized as "‘open door” institutions:which’at-
tempt to meet the needs of a heterogeneous clientele through a wide 1
variety of educational services. They provide academic education, ca

reer entry education, developmental (remedial) education, adultcon

Fl 'Y
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tinuing education, educational édvEsement, career counseling, personal
guidance, and community leadership. Community colleges have ac-
cepted the awesome responsibility of making the American dream of
universal postsecondary education a reality! This writer believes that
the most frightening aspect of this responsibility is that the personnel
associated with community colleges are ill equipped to handle the task!
For example, try these questions: :

Does preservice education and training provide the wherewithal
to develop and/or deiiver the complex educational services
needed, for unjversal postsecondary education?

Is conventional wisdom, gaihed by experience, satisfactory in
providing the know how required to develop and deliver edu-
cational services for increasingly heterogeneous clientele?

Your answer to both qué’s&ions is likely to be "'na.” Therefore,
the writer concludes that comimunity college educators must give the
highest priority to the establishment of a viable staff development pro
gram for their colleges.

o Staff Development

-

The staff development program should be designed to provnde
the following:

. 1. An opportunity for all staff members to improve their per-
formance.

2. Education, training, and practice in the development and de
livery of new educational services for new community col
lege clientele.

3. A focal point for harmonious exchange of ideas between
and among staff members with both differing and similar
assignments.

4. A Vehicle for the solution of problems.and the reordering of
priorities.

5. Support (fnscal and pSychologlca!) for research and deve!op
ment that is related to the improvemjent of existing educa-
tional services and/or the development of new educational
services.

6. An avenue for the identification of staff development needs.
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The initiation of a staff development program at a given cmmunity
college represents only a first step in the improvement of college
operations. Such a decision may appear to be easy and stralghtfor-
ward. Actually, it presents a number of important questnons ;

1. What priority will the staff development program have with
respect to other ongoing programs?

2. How will the new staff developmen‘t grogram fit into existing
college activities? °

3. How wili the staff deveiopment program be organ:zed7 ,

4. What budget allocation will b made for the new staff de-
'velopment prografn?

5. Will the staff development program .be supported by the

. .- board, administration, facuity, staff, students, and com-
: mun|ty7

6. Will sufficient time and facilities be available to support the
staff development.program? - .

7. Who will be charged with the responsibility for the develop
ment of and leadership for the staff development program?

8. Will the staff development program provide opportumtnes
and support for self-initiated improvement, travel, task “orce
operation, information flow, consultants, idea exchange
identification of need, research and development semlnars
workshops, V|5|tat|ons7

Staff Development: A Priority of the Community-Junior College

N A report developed by the National Advisory Council on Edu-
cation Professions Development (as established by Public Law 90-35)
to the President and to the Congress was concluded as follows.

If the community- junior college is to grow in quality as it has
in quantity, if the needs of minority groups are to be met; if
the undereducated are to have a second chance, if the needs of
business; industry, and government are to be provuded for, if
communities are to be given opportunities for renewal and re-
habilitation; if all citizens are to be given opportunities to ex-
pIore, extend and experience their hopes and dreams—then it
is imperative, that immediate and considerable attention be
given to fhe educational needs of those who staff “Democracy s
College.” Failure to cmplement programs based on these pnon
ties will mean the contlnuatlon of g system of education that is




inadequate for the needs of society. Furthermore, if the com-

. munity-junior college does not help satisfy some of the major

docial needs of the 1970s, then energies will be used to develop

. new kinds of educatlonal institutions which do, For, in the

’ next decade, educational institutions will be challenged to
meet social needs as they have never been challenged in any '

’ period of human history. The communnty junior college has the

commitment and the programs, if society provides the staff and

t other resources, the human conditign can be advanced dra
. matically in the 1970s. oo

-

Unfortunately, the Education Professions Development Act as
amended by the Educational Amendments of 1972 contained many
promises, but little federal funding for staff development programs.

* Howevert with or without federal support, staff development must be
viewed as a high priority activity 5y community college educators. The
challenge of ""Democracy’s Colleges’ will not go away. Therefore, the
priority for staff deveJopment remains the same, it is essentnal for con
tinued viability. !

» - 1 .
. '

Organization and Budgeting of a Staff Development Program

Although the staff development program can be organized in
several different ways, this writer believes that several essentials must
be present. First, some one person must ée resoons:ble for the staff
development program. This individual should be capable of working
with all staff members in an open manner. The staff development pro
gram coordlnator should be charged with the responsibility for the
complete program. However he/she should be supported by a staff
development program committee whose function is to provide contact

- with the staff on all staff development planning and activities.

The staff developrient program shouid Be funded as part of the .

reyular college budget (soft money should be used only as additional or
. replacement funds, not as regular operating fundsj. Fundlng should be
allocated for each part of the total srogram as recommengled by the
progtam coordinator and the staff development committee. Thus, the
coordnnator and committee will need to make priority deuisions based

on need and the limited funds available. .
It is absolutely essential that the staff development program be
actively supported by key college personnel. For example, the program
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must be supported by the president, deans, division chairmen, and staff
leaders. The level of support required is more than lip service, these

_key individuals must be involved. They must attend programs (the

desk work will wait), partnmpate in activities, and recognize thenr own
individual needs to improve.

I
«
* * 14

Scope of a Staff Development Program - "

»

Because the nature of staff development, improvement of

operations, and new program development are interrelated, this writer
recommends a broad scope program. It may be assumed that.

oL .
1. Each institutior has unigue developmental‘needs

2. Each department, within each lnstntutton has umquedevel
- opmental needs.

3. Each individual staff member, within each department, has
unique developmental'needs.

Institutional or departmental developmental needs may be met
by a variety of activities which might include semnlnars, research and
deveiopment, conferences, consultants, task force activity, visitations,
and public. relations. Individual developmentaf needs fay be met by
such activities as travel, educatgon seminars, conferences, consultation,
visitations, research and deveiopment, self-study.

Thus, the recommended staff development program should be
broad in scope in order to meet the development needs of the ’institui
tion, the departments within the institution, and the staff m rs
within the departments. Such a‘program will include a.wide varg'":seof
activities, each based on an identified. development need and each
supported as part of a total development program

An ldealized Staff Development Program

.In 1970, Ivanhoe Community College served a population of
about 7,000 students in a community of about 300,000 persons. The
college was 10 years old, had a full time teaching faculty of 220, a
part time teaching faculty of 250, a counseling staff of 25, and a total
support staff {(administration, library, business office, registrar, place
ment, health services, maintenance, etc.} of 215 persons. That year,

\é
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450 students graduated from lvanhoe College, receiving associate de
grees or certificates in 6 college parallel programs and 16 career entry
programs. About 2,000 students enrolled in the college’s continuing
adult education programs. .

A 1972 community survey camed out by the Ivanhoe College
research staff indicated that most adults over 18 years old would like
to continue their education. Yet, these adults were unable to continue
due to constraints imposed by time, money, scheduling, transpor tation,
and/or responsibility. Other adults were unable to continue because of
fear of failure, poor prior academic achievement, or lack of informa
tion. lvanhoe College can be classified as a typical large community
college with a good staff, good reputation, and fair community sup
port. The staff may be characterized as primarily idealistic. .

In 1970, the staff development pfogram at lvanhoe College con
sisted of an orientation féeting at the beginning of the academic year,
a few departmental meetings which focused on improvement, some
released time far the developtnent of curriculum and teaching innova
tions, and an occasional outside syfeaker invited by*the president or one
of the deans. That year 44 teachers attended a conference out of the
state and 65 teachers and administrators attended the two day com
munity college association rmeeting at the state capital. Four teachers
at lvanhoe College were writing a book and,three teachers had an
article published during the year. The institutional research office pro
duced 10 reports during the year, the most important of which was the
"Survey of Adult Learning.”

Ivanhoe’s president was proud of his college, his staff, and his
students. He was happy to be the president of a large community col
lege located in a nice community. Occasionally, the pregident con
sidered staff development, in fact, he wanted to initiate a program of
staff development wh. h vould get some of the ineffective staff mem

. bers off their ""duff'’ a-ia vack on the team.
In 1971, the president sought help in the planning of a staff de-
" velopment program. He intended to write a proposal for EPDA funds,
but learned that the deadline for receiving proposals was only 10 days
. away, so he dropped the idea. Next, he called a friend at HEW and in
quired aboyt the developing. institutions programs. However, he was
informed that his college would not qualify because it was not out of the
“mainstream,”’ nor was it struggling for survival. Thus, the president de .
cided to go ahead with plans for a staff developmentjprogram without
federal funds. He made telephone calls, searched thé cormmunity col-
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lege literature, and visited other colleges which had 'Staff development
programs.

As a result of these efforts, the president put together a plan .
for a comprehensive staff development program and presented his
plans to the college advisory council, a group composed of administra
tors, teachers, staff, and students which |s advisory to.the president.
Fortunately, th:/ advisory council liked the idea, because the total

d

program included money for travel, research and development, staff
reporting, vns:tatlon consultation, etc. The advisory council supported
the plan and suggested that they be involved in selecting a coordinator
and a committee for the staff development program. Armed with the
advice and consensus of the advisory council, the president checked the
budget carefully and discovered that the college usually buglgeted about
5 percent more than it expended each year. Next, the president asked
one of his deans to design the staff development program plan in
_greater detail so that the complete plan could be presented to the
“board and to the total college staff, complete with a recommended
budget. -

The comprehensive staff development program could be de-
gcnbed as follows:

\ ; 3

Qrganizdtian (1972) :
. A full time coordinator would be appointed to organize, de-
velop, an facuhtate the staff development program. The voordinator
, would report dnrectly to the presmﬁent and would have no lme re-"
spons:b:htles ¢

A staff development program committee would be appointed
by the advisory council. The committee would be chaired by the co-
ordinator and would be responsible for advising the coordinator regard-
ing the direg extent, and viability of the total program. _

A b{lrcrl%%f $140,000, about 2 percent of the total rollege
operating budget, would be allocated. The following guidelines were
developed for budget allocatlon

1.Up to 25 percent ($35,000) could be allocated for staffre-

leased time for improvement of performance, development

R of curriculum, and/or implementation of mnovatwe pro-
cedures.

2. Up to 25 percent ($35,000) could be allocated for staff
travel and visitation related to the improvement of college
operation

S




3. Up to 25 percent ($35, 000) could be allocated for staff de-

velopment programs—seminars, conferences, university credit
programs, consultants, speakers materials, task force activi
ties, retreats, and staff reporting.

4, Up to 25 percent {$35,000) could be allocated to the snain

tenance of the office of the staff development program co-
ordinator and to basic research required to identify staff de-
velopment needs.

Opérational (1973) -

In actual practice, the staff development program evolved as an
approximation of the organizational plans. The coordinator selected .
was recruited from the teachipg ranks. He had been a very suecessful
teacher and innovator. He seemed to be up to date and ready to accept
the leadership role. His committeg, although inexperienced in such

activities,

performed with honesty and integrity. As might be expected,

they wasted time on philosophy and some of the programs were com
plete flops. Looking back over the year, an observer can cite the follow
ing accomplishments:

1.

»

Forty-six staff members requested released time .o cornplete
projects. These projects resulted from proposals which were
submitted to the committee, and 42 projects were funded.
Most of the projects related to modification of irrstructional
procedures. Two projects were funded for curricular revision.
A total of $32, 240 was encumbered for released time
activities.

. Sixty-five staff members travéled outside of the state under

the new program. They attended regional and national con-
ferences and visited colleagues at other community colleges.
Four staff members attended worksheps held at major uni
versities. A total of $16,400 was encumbered for staff travel.

.During the academic year, college departments held four

seminars on the topic of evaluation. In addition, three
speakers were invited to ryake presentations. The college
paid the tuition for 17 staff membersienrolled in a univer
sity course entitled “Community College Teaching.”” The
library purchased a set of tapes and slides on criterion-refer
enced evaluation. During the spring term the entire staff
spent two days on a retreat at a nearby YMCA camp. In ad-
dition, a task force was formed to study goals and objectives
for the next five years.gn total, $22,350 was encumbered for
staff development programs.
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4. The new office of the coordinator accounted for $36,280
expenditures during the academic year {staff benefity*ivere
deleted from the original budget). The coordinator ws able,
however, t6 develop two proposals for projects which yay be
worthy of outside funding. These proposals have beel sub-
mitted to the appropriate agencies.

Overall, the observer can state that the comprehensive staff de-
velopment program was well received and that some staff members are
‘already engaged in significant change. The following observations of
outcomes may be reported: -

1. Staff members become acquainted and frequently associate
with one another outside of the college. .

2. The failure rate (withdrawal and failing grades) appears to be
lower than in prior years.

3. The second semester enrollment dropped only 4 percent
compared to 9 percent the previous year.

4. The primary topic of the facllty association meetings was
increasing college enrollment, not salary increases.

5. Off campus counseling centers were set up in the community
in order to attract nontraditional students to the college.

6. Plans were firmed to develop several nontraditional programs
for new clientele.

-

Conclusion
Of course lvanhoe Community College does not exist; how-
ever, the writer asserts that the experience at lvanhoe is not unique.
Most community college educators would like to initiate and participate
in a meaningful staff development program. Yet, based on spurious at-
tempts which produced little results, most educators have backed off
and paid more attention to the safer operational activities. Meanwhile,
the development of 3 more viable colldge sta‘f{‘is left to chance events.
It seems that community college staff development is too im-
?portant to be left to chance. Each community college and each sta
“system of community colleges should have a plan for staff develop-
ment. This plan should be supported with dollars and with deeds by
governing boards and administrators. The state and local plans should
include plans for_individual development, departmental improvement,
and college ,ifnprovgment.
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Plans for continued staff development should take advantage of
the readily av, e;/bilabie resources in most regions -i.e., the universities and
the regiona abs. The universities are especially anxious and equipped
to work with community colleges in the planning and implementation
of staff development programs. Universities are prime sourées for ex
pert input in academic and technical matters and in the delivery of edu
cational services. In addition, the universities have experienee in pro

,gram planning and resource aIIocatnon The universities also need to be
involved because university staff meémbers need a greater understanding
of community college problems and solutions.,As plans go forward in
the area of staff development programs the writer suggests the follow

ing realities ¢ x/r
1. The staff development program demands completé~tiscal

2

. The staff development pragram is self evaluative, not evalua

-
[ .

and psychological commitment. s

The staff development program is not a panacea whnch wnII
solve all community college problems.

. The staff development program will not,always be h:ghly

successflil; but, an imperfect program can be lmproved

. The staff development program will not be supported by .

100 percent of the college staff. .

. The staff development program is deveIOpmentaI not re-

medial.

-

tive of college and/or staff.

. The staff development program is comprehensive and can

involve many aspects of improvement-research and develop
ment, travel and visitation, seminars and conferences, self
study and university courses, reporting sessions, conference
attendance, use of consultants, surveys and needs assess-
ment, task force activities, retreats, and so on.

. The staff development program is a participative action pro

gram. Someone must be charged with the responsibiiity for
the program, and a committee mdst be available to mamtann
a viable program. |

Continuous staff development is needed if comrnunity colleges

are to remain on the forefront of meeting the changing educational
needs of their communities.

——
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_ tion may be used.

EVALUATION AND STAFF
DEVELCPMENT PROGRAMS

William Toombs

Assistant Director,
Center for the Study of Higher Education
and
Assocnate Professor of Higher Education

-

-
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The community college stands always at the rim of change,
social as weII as educational. Because its constituency is so broad and
its potential clientele even broader, this institution feels the force of
every impact. And because of its ph{!osophnc commitment to work. with
and reflect the needs of each community, the institution feels com-
pelled to respond. This response demands a variety of pmgrams-—
many of them untested but needed. This set of conditions makes
evaluation after the fact rather than analysis beforehand of special im-
portance. This session teday focuses only on evaluation and is based
on an assumption that other aspests of pmgram construction for
faculty and staf!\deve!opment will be covered in other sessions of the
conference.

Let us recognize at the outset that evaluation always contributes

in some way to the decision making process. It develops alternatives, .

points up blind spots, shapes areas of special importance, and pro-
vides clearer understanding of educational processes. it is this emphasis
on decision making that uccupies a major partion of the work Stuffle-
beam and Guba produced under the sponsorship of Phi Delta K appa.

While acknowledging the role of evaluation in decision mak g,
we must also note that evaluation contributes to design, to the formula-
tion of theory, to planning, to management, and to a host of other
functions, It ig possible then to discuss evaluation as a process in and
of itself, settind aside for the moment the ways i which that evalua-

S

————

. There are some assumptions ahd some caveats o any discussion
of evaluatlon They are in a sense the hazards of navigation important
to all those who sail under the fiag of the evq!uamr

1. Evaluation cyqnt be threatenme and muu‘ te wed with both

skill and mtegrity Benedetto Croce, 1talien historian, sard “Power is a
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bell that keeps him who tolls it from hearing any other sound.” One

way of minimizing the threat is to identify the purposes of evaluation

in advance and stay with them. There may be conflicts, but so long as

these are spinoffs from the main process of evaluation, local politics ..
can resolve them. . s

2. %‘aheatt’on, in and of itself, is unproductive. Carol Weiss
. noted "It i§ not contributory.” The results must be put to use and to
be put to use they must be disseminated. Participants who are ex
pected to share the benefits of evaluation must see the usefulness fo
them at every point in the process. ’

3. The evaluation process cannot be made any more accurate
than the elements of the process itself. There is a tendency to over-
quantify and collect a gi.at deal of detail which gives a superficial
appearance of high accuracy. ¢

4. Good staff development programs are usually multiplea
vperatwns and fit in with existing policies on leaVes, relgased time for
development, support for travel and visitation, and sifilar extra in
structional events. These should not be left out of the evaluation
process. )

5. “Pussycat™ evaluativns that vindicate, excuse, or paper over

3 inadequacies waste the must yalieable resource an educational institu-
tion has-- the professional staff time, and the time of consultants.

Steps to Evaluation "

The very first step in evaluating any program is to identify the
basic pattern of the activity. /s it a system or a sequence. Systems em-
phasize relationships among components and with agencies in the ex
teinal environment. They often require assessments of several simul
taneous events and observations of changes in the process that is the
dynamics of the situation. Scquent:al evaluations emphasize timing, the
order of events, and prescribed happenings, usually in a linear sequence.

Typical manifestations of these patterns in staff development
can be found. Systemic faculty development often occurs when a whole
division or department is being redirected*fo a new aree of competence
such as an English Department that is acquiring a special competence
to deal with iemedial and developmental students. Four or five faculty
members may .be each acquiring new areas of skill and knowledge. (The
crucial feature of the evaluation is how well their development fits
with new diagnostic techniques, new equipment, and changes in the
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schedule at the crucial moment when a new term opens.) The sequen-
tial program is typical of all individualized faculty development pro-
grams at two yeas and four year institutions alike. Presumably a faculty
membes in his professional development is disseminating higher and
higher_Jevels of competenc.e and knowledge in his own field. The.speed

with which this is done and the quality of the steps taken gnve the

"basis fot evaluation.

Whether the overall pattern of the events is systemic or sequen-
tial, the context or setting should be examined and the inputs or en-
trants looked at rather carefully in the figst stage of evaluation, Are th
participants identified and selected b criteria that will have strong

effects on the-program itself? Do unintended collisions in schedules $4
such as the sacrifice of holiday and vacation tim2 exist? Are there nega- <

tive or competing motivations to participation, such as a high monetary
cost? Will inconveniences such as a large number of weekend meetings
eventually ssbotage the program? Contextual factors are also impor-
tar:t. Is the faculty development program a product of a long and bitter
collective bargaining session, or is it a requirement of 2 management-
oriented board of trustees? Along with the identification of these
various factors of context and preconditions goes an endless process of
weighang whether they are crucial or merely incidental to the total
process. . . :\

Evaluation: Process or Qutcomes .

This is a fundamental.set of distinctions, not only for philoso-
phers who fence constantly with the ends versus means qontrovers&,
but also for evaluators who must think .in the first instance of a dy
namic approach and in the second of a patient but thofough terminal
evaluation. This distinction is more than simply a matter of when the
evaluation is made, for it involves the basic nature of the evaluation
process itself. This has prompted w:despread use of two terms.devéloped
by Scriven: P )

© A Swmative craluatjon invo an assessment made at the
ter ninal point in a process, ustaIIy compdring outcomes to some-gaals
or standards identified in advance. Feedback to participants while the
project |s underway is not considered desirable because of the distor-
tions it may introduce. Unbbtrusive T measures connected with the out:
comes may be used. The evaluator’s role is independent of the process

and a. low profile as an external observer is often maintaineg. The ap-
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proach lends itself to an expenimental or treatment mode! with a diag
nostic pretest, apphcation, and posttest sequence.

Formattscapproaches assume that the evaluator is 2 participant
observer. The effectiveness depends on frequent assessment and moni
toring rapid feedback. to those invoived, and program medification dur
ing the course of the events. This process of incremental evaluation
with correchions introduced as soon as they are apparent is similar to
the cybernetic pattern descrived originally by Norbert Wiener.

B, The wntt of cvaluanion must be clearly identified early and
retamed a5 a central focus throughout the process. A faculty develop
ment progiam can be lwohed at av o whole without particular reference
to 1ts component parts, For example, an institution may be concerned
with its faculty onentatioR program in terms of its total effect rather
than on the way 1 s conducted by vorious divisions or secors of the
mstizution, On the other hand, the components, that is to say, the
stages, projects, or events that mabe up the total program can be
looked at and svalusted one by one This is by far the most comman
aporosch to evaluation

Individuals can be thé unit of evaluation, particularly in terms
ok thesr response or resction to a program. Differential reactions from
students, faculty, and admimsirators often have very great significance,
but thesr assessment requires speciaily designed techniques.

v 2 comprehensive evaluation plan more than one unit may be

¥ . . s
exarnired but the decision to do so should be made in advance; itis a

fatal “aw vo gather wnformation on one unit and use it for decisions
about soothar Come _nestanolation of this occurs when a program is

evaluated and the + .. - translated into personat participation terms.
Tarset apd ¢ e ooy yronps for a faculty development pro-
gram also need te i+ nstinguished. These terms have been introduced

by the NCHEMS eft, «. ~.dentify outcomes of education. Most plans
for facuity develovnwar afe intended to produce first order outcomes
in changing faculty ¢ ehavior, but eventually they are expected to pro-
duce benefits to &~ students or to the actiVities which engage stu-
dents, the benefiwio v, Other common beneficiaries are the commun-
ity, the institution a3 b whole, or the profession. Almost all activities i
education have this two stage characteristic and the group affected b
objectives, goals, or purposes of a program have to be specified.
Dntrameorital and consequentndl features represent another dis
tinction which contrnibutes to clarity /in developing evaluation plans.
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Often, ofte set of short-term objectives must be achieved to create- the. _

, instruments which ‘advance the process of development. For example,
in a-faculty develqpmgnt:‘progrgm a crucia[ instrumental objective is a
method of obtaining released time for faculty so they can participate
wiihqut penalty. The consequential features.are, of course, the general
long-term’ outcomes. . ' .

By -paying careful attentioh in advance to these paired djstinc-
tions; which can usually be made in any program, the évaluator will-be-
come cjear about whether the greater emphasis should be placed on the
process that is being used’or the outcomes of that process.

Ed . .
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Finding Criteria - , . .
o -~ .

Experience has pointed out again and again that the best
criteriq fo'f judging a program originate with the design and {he objec-
tives 'of the program itself. Nevertheless, the evaluator must identify in

the e%zrljes,t stages of his activities what these criteria are and how th
are'tq be’ appfied. In: the most fundamental sense, evaluation is a com-
parisjh and the term raises an immediate question, WHAT IS TO BE

COMPARED? ST . . -
" Normative standards may be used. These are often idealized
. goals or the highest possible level of attainment; in this case, they are
called-prescriptive nérms. It is importahtﬂto note that when norms.of
perfection are usea, every performance is likely to fall short of the goal
and this-has consequences for mioralé. Norms in-the usual sense of an
-average set of conditions can also Be\used; but, again, the relationship
of the performers to the standard have affective consequences that
must be considered. Normative standards may. be described.in terms of

a range of performance and this can help lessen defepsive reactions,

Value-added criteria may be used. Standards here are expressed
" as the amount of improvemient, progress, or gain on certain items asa
r"#‘“ of the program. Each performer is measured against a base line

which may be’C‘Stabli_SllE.d_as*a_uni\Lets,aLbenchmarJeeras—aandividual .

posit}on at the startvof the program. Becausé this approach lacks the

pejorative overtones of other kinds of c’riteria,iit is gaining in popularity..

Relative measures which compare one approach with.another
orone program with another may also be used. This kind of comparison
is most useful when there are no sui?éble scalar conditions. .
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Measures an}.i the Collection of Datd -

‘ L - : . .

A. Measures for assessing the degiee to which objectives have
been. met.seldom exist in the exact form the evaluator requires. The
problems here are exactly the same as those encountered by the re-
searcher. Whether the measures constitute a valid indicator of the con-
dition ohe wants to assess is of fundamental importance. The com-
_ pleteness with which a particular measure reflects the content of an ob-
. jective is lso a matter of concern. Few measures are ever perfect, but
the ev:iel/jtor must know whether he or-she is working with a direct
measure] an inferred meatire, or a reactive measure. .

B. Data collection often turns out to be the most difficult
operational problem facing, the evaluator. Basic data for evaluation are
often collected routinely as part of.another project. Becoming familiar
with institutional research activity and the contents of the personnel
files ‘will remove part of the need -for special collection. Another
source of assistance to the evaluator is the existing arsenal of standard-
ized -scales-and instruments developed by fesearch and testing agencies,
which cover. a wide range. While they may not be precisely suitable,
they often carry benefits because they are standardized and validated
agaipst a variety of situations. In recent years, student evaluation pro-
cedures have had a great deal of attention and some of the better ones
can be adapted to local use. ,

Interviews probably-gather the largest amounts of information
with the greatest degree of subtlety. Whether the responses aré taped or
recorded on an interview schedule they should.be used liberally in the
evaluation process either alone or in conjunctlon vgth other collection
devices. Closely refated to the interview is the anecdotal réport in which
participants are asked to describe those events which were best and
those which were worst, with added comments about the reasons they
saw for the difference. While “hard” data from '‘tight’” collection
.methods are preferred, it is advisable in any array of collection devices
to include at least one open- -ended approach to capture unmtended
consequences of the’ program.

. The choice of information collector makes a difference, and it
is desirable to have data from several sources. A participant is an obvi-
_ous source, and self-reporting of program outcomes is a valuable tool.
Less obvious is the use of inside observers who have been close to the
program, but not involved in it. Outside experts and those directly af-




 fected ‘by the outcomes & the program also have something. to
contribute. o . : cA
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“~ Analysis of Data . b
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Thrs actrvnty belangs to the evaluator-alons. In one sense, itis”

the largest contribution he can mak'emLJrOJect for-it combines
expert opinion,detachment, ‘and impartial assessment.

R At the analysis stage, the\evaluatdr must face the problems of

aggregating bits of data into large-scale indicators on the one hand, and

\ of maintaining global indicators that cannot be broken down to

smaller units. Such items-as cost ratios, test outcomes, and- retention

srates are often -reflectivé of the institution-or the program as a whole,

but cannot be applied to smallerwnits with’any degree of validity.

* Results in their final form must fulfill the potentjal purpose of
‘evaluatlon which is to “put worth on” a set of events. The intention
_is to’increase both: the meaning and applicability of the information.
The reported results should distinguish as clearly as possible not anly

"“good”” from ““bad” but what is first-rate from what is.second-rate. In
most cases, the minimum reqeirement is a rank order of outcé’mes for
processes in terms of their effectiveness.

. o
"Why Good Programs Turn Out Badly ~— 7~ .77

One of the richest sources of information about the evaluation

X process has been the experience with federal programs. Carol Weiss,

"Harold Hodgkinson, and others have turned up three major weaknesses
Jdn evaluation that appear most frequently. - .

1. Most of the conflict associated with evaluation came from
the collectron of data. Often, the form in which the data was presented

had no utility to those who provided it -originally for the study. In |

other cases, the material was redundant and merely reflected known in-
formation. Finally, the collection process was burdensome and added

_ to the work ovetload which was already a problem at the institution.
2. Mosti of the confusion and inaccuracy in the studles came

from a failure to specify condltlons in advance. Failure to distribute

. responsibility between evaluators, admlmstrators and participants was
frequently cited. The nature of the services to 'be provided by the

-




evaluators wis not specified accurately. No consideration was given be-

fore the project wgs undertaken of ways in which conflict might be

anticipated, minimized, and resolved. Among all those who have
. participated in or used evaluatlons,, one point appears over and over
again as a fundamental requirement: To work effectnvely, stability and
continuity in the evaluation staff is a must. - .

. 3. The greatest weaknesses in evaluation endeavors came from
a failure to stipulate somg -of the very points we have reviewed in
previous paragraphs. The goals, objectives, and expectations of both
the project and the evaluation process can be written out in advance.
Mast :f%mgasures and collection methods can be described in a plan
of work that is reviewed by all parties beforehand. But the most com
mon source of weakgess was the failure to identify the decision proc-
esses to be served by the information gathered in an evaluation. This,
of course is as crucral as it is obvious. A failure to link the wotk of the
evajuator to a partlcular set of decision needs results in wasted effort.
The misapplication of evaluation data to-decisions never intended to
be encompassed by the study leads to high levels of dissatisfaction and
distrust. .

4, Badly concezved evaluation programs are soon- rendered in-
effective by a normal defense mechanism as in social groups. It i5 not
difficult to have an evaluation that is turning into g ritualistic exercise
with everyone filling out forms, but no one paying \'/ery much atten-
tion to.them. In a gimilar way; evaluation programs- whlch cultnvate
only an indication of. past practices &nd policies reflect a weak base.
And finally, there are those skidding programs of evaluation that slide *
from one goal to another throughout the period of their operation.

In summary, we would note with Cameron Fincher that “Eval-
uation may have many purpqses but it should always éttempt to de-
scribe something and to indicate its merits and shortcomings.” In the
foregoing paragraphs evaluation has bgen separated from the setting
in which it is conducted and from the decision-making outcomes it
may effect in order to concentrate on the process itself! Whether the’
item under study presents alinear sequence or a network system deter-
mines the basic shape of evaluation. It helps indicate whether a forma-
_tive or summative approach should be used. This, in turn, determines

the focus.or process or outcome and helps identify the units to be
“evaluated. !
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THE USE OF CONSULTANTS

Harlan Douglas

Dean of Instruction .
Reading Area Community College

- 1

Part of the conventional wisdom of creating a staff develop-

ment plan is the idea that an ‘outside-consultant ¢an do.much of the

actual presentation work. Many staff developers feel that their primary,
“responsibility is to create the: in-service training package for their .

faculty and then to arrange for one or more consultants to come in and .

actually do the work necessary to |mplement the staff development

) plan. The rationale for this is often based on the perception that some-

" one from outside the institutior] may carry more credibility than a

local. resource. N .

If'you are lnterested in hiring a consultant for your staff devel-
opment plan, you may  be interested in the accompanying-mode! (see
Figure 2). It is Hoped that this model will-give some insight into factors I
you might want to_consider as you approach the guestion of con-
“sultants in staff development

-

1

. State YourNeed— — ~ — 7 777

The first respon5|b|l|ty in the creefﬁmf a staff developmen/' )
plan is to identify the specific .need with which a. consultant mlgl;
help. In identifying the specific need for a consultant, you, as sta)f
developer will have accomplished two very. lmportant\responSIbllIt,es.

. You will be able to articulate exactly. your need for.a consultant end
. at the same time, you will be able to give a prospective consultant a .
clear idea of what you expect from him. .

As ‘with any good needs statement, your statement should be
carefully formulated and written down for constant reference. | iseems
obvioys that a needs statement should be in a written form. Hpwever,
too often, the need is hastily identified in someone’s m|nd and, once.a .
general direction has been established, the development offi lcer may
become _more involved with the mechanics of the actlwty/than with

’ revtewmg why the actlvutv is occurrlng The written specific needs
! " h o4
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§tatement help the development offlcer to focus his attentlon on the
\purpose of the | p an rather than simply on‘the activities.
v b~ o
Identify Consdltant - . o o .

’ v ?

4

" Once a faurly clear specuflc needs statement is put into a written

~ form, you are really reé'dy to consider the important question of firing

a consultant. This is essentially .a yes/no.decision based on whether or

not the accomplishment of your specific goal can be realized by some .

" local .resource or whether ‘outside expertise is necessary. Too often,
development officers go outside the institution when -local resources
might more effectuvely be used-to meet the' specific need. These local
resources do not have fo be-from within.the college; they may be local
school district personnel, commercially available or- Iocally produced
educational materials, personnel from nearby cooperating colleges or
universities, or others who are commonly associated with the lgcal
~ scene. [ local resources can bmffmtuvely used, they really may be
more appropnate in meeting your specific need. One obvious reason
for this is that local resources will continue to be available after the
staff development activity has been completed and may be- able to
provide rapid and-easy review.

v e However, thete is always theVery real” posmbnhty that you do

have to answer the question of hiring an outside consultant in the
affirmative. Armed- with a specific need:;gtatement the first obvious
chore is to identify the consultant. This can be done in'a number of
ways. THe mdst obvious procedure is to contact someone you know
who can do the job well. [f you do not know someone who is compg-
tent to mcet your specific need, the. next best thing is to contact ac-
quaintances who may know-consultants in your area of interest. The
staff-development officer in-another college whom you know and.re-
spect would be an obvious-source. Also, a local-university would prob-
ably have a useful reféerence person. This is still second-hand informa-
- tion, but if you know the person that you are using as an advisor and
trust his advice, it often leads to a good set of alternate consultants.
The basic rule in identifying a consuktant still remains your own
experience with an individual whom you have seen in action. Not only
will you be more confldent in his response to your specific need, you
will also have the added benefit of knowing how he approaches"his
audience. Consulting services and listings are available. but they often

i




‘ develop into somethmg like a blmd date instead of the steady rela- ®
' tlonshlp that is needed. S .
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g 'Articulata Objective of Staff Devalopment Program
. 'to the Consultant ! .

1 . . ]

" -

Oncé you have made the crucual choice of idéntifying a._con-
sultant, the next responsnblllty i§ artlculatmg the objective of your
staff development plan to thie consultant in aclear and concise Wway. At
this point it would be altogether appropriate to send copies of your

" specific needs statement to the consultant along with more spetific
okjectives related to the specific needs. In this way, you and your con-
sultant are at Ieast working from the same set of assumptigns. -

Although you will have phone conversations with- your con-
sultant, itTs very lmportargt,,to the articulation of objectlves that every-
thing is in writing. A letter to.confirm-a phone conversation is afways
-an excellent practice. This is not to be taken as a legalistic act or a slur
on the consultant’s ability to mterpret your specific needs. Rather, it
should be viewed as a mechanism of tlear commuynication in which
you ‘#s much as the consultant are held to a clear |dea of the purpose

" to be accomplished i in. the consultation. ° - S

»

Determine:Mechanics of Consultation .
Once you have articulated your objecfive to your consultant,

and he has-agreed that'he is in fact able to meet the specific needs that
you have identffied the next important activity is to determitie the
mechanics of-the chnsultation. Too often, the effectiveness of the con-
sultant is seriously diminished because, in the initial enthusiasm of the
appointment, careful attention was not paid to the mechanics of con-
" sultation. Many potentlally good consultations have been destroyed
_by such simple oversights as not-carefully identifying dates and places
and times of the consultation. Fhe determination of fees is also an im-
portant step which should be considered immediately upon the agree-
ment that the consaltant you have identified will be able to meet your
needs. There is no sense discussing the consultation if it is not possible
to agree on a specific fee. It is important to discuss fees and all other
mechanics of the consultation on a face-to-face basis or at least over the
telephone. However, as in the articulation of the objective, it is also

- » )




important to write down the details of the mechanics of the consulta-
. tien so that both parties have a written agreement on these details.
‘There are-many steps in the development of the mechanics of a
specn‘lc consultation. Some of these must be completed by the con-
sultant, others by the host. The best practice is to let the consultant .
- do what is his :réesponsibility and be sure that you as a host meet all .
your responsibility, Yo must be concerned with such important de-
tails as time. schedules jeal arrangements, local’ housnng accommoda-
tion, transportatlon for the consultant, adequate-supplies and equip-
ment to make the consultation a success, providing an appropriate
physital’ env:ronmént for the' consultatlon _and being prepared to meet
with any emergency 5|tuat|on ) - o
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g Prepére the Consultant’s Audjente

LY
-

Another responsibility which the staff development officer
must assume prior to tHe consultation is the development and imple-
mentation of a strategy for preparirig the audience for the consulta
tioh. This preparation may take many forms. !f it is convenient to
assemtgle-]all of the people who will be exposed to the consultant prior
to the consultation, by, all means do so. At this briefing session you -
can state the specific need that has led to the upcoming consultation

) and familiarize the audience with why,you have chosen a consuitant
‘ tp meet this specific need. It is equally Important for the local audience
. to know about the consultant as it rs for them to understand the
specific need which has brought the consultarh into their midst. If the
choice of the copsultanthas been a good or.e, he will be able to clearly
articulate why he is there. However, many consultants are reluctant to .
\ spend a lot of their time discussing therr own past accomplrsh(nents and
expertise. This iInformation is ideal for a briefing session. )
Most staff developers find they do not have the luxury or op-
| portunity to brief all potential part_i_@:ipants in the consultation. The
"next best thing, of course, is to write a brief statement of the need for
and choice of the consultant. Be sure to mdicate your availability to
discuss with any individual who may be |nvolved with the consultant
the specific objectives to whltih the consultant will be addressing him-
self. * -
. There is also another important aspept of audience preparatron
AIthough the consuitant himself is not normally considered an audi-
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enq it is very important to brief the gon/sultant on the cemposition

ﬁe group that he, will be working with. Although this meeting

uld carry forward the tone and experience of the group, it is im-
/portant to emphassze to the consultant the attitudinal constraints that
he wil}- be facing. Most consultants sincerely appreciate such a briefing.
In -this bnefmg, the staff developer should be completely honest with ,
the consultant. If significant problems related to the topic of th2 con-
sultation exist, the consultant should bg made aware of these problems.

- .
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TheConsuItation . B . ‘

P .

“After"all of this prehmmary preparatron, the actual consulta-
tion itself mlgh} appéar to be somewhat anticlimactic. In' fact, for the
staff developer this may very wel! be the.case. }Jf you have heen dojng
your, job in pteparation for the consultation, the actual event itsalf
mrght be-somewhat of a letdown srmply because your activity will be
minimal. Yet, it is important to continue careful articulation with the
consultant during the consultation. However, it is also lmporfant to let
the consultant do his thing. If you are confident encugh to hire him in
the first place, and if you have carefully artrg:lated your ob;ect’rves
and worked out the mechanics of the consultation, if you have pre-.
pared your audience and the consultant adequately, the consultation
itself should notbe a fraptic and actmty bound time for the‘developer

“Possibly “the most impprtant’ duty of the staff development
officer during the consultation itself is instant analysis-and feedback to
the consultant. It is important io review the specific need immediately
before ‘the consurtat’bn if necessary, remind the consultant duriug the
consultation about the specifig need and how he is ot is not working
towards the fulfillment of thus .need. Most- -consultants exp'ect complete
honesty and the immediate feedback that only.you as the staff devel
oper can provide. In the last analysis, if a consultant fails to meet the
specific need, that you outlined, the burden. tends to fall on ‘the' staff
developmerit officer rather than on the consultant.

- L L4
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Evaluation of and Report on the Consultation 4 .0
The final activity of every consultation should be some kind of
evaluation and report process. Since you know the specific need that
the consultant was hired to meet, it is absolutely appropriate to design
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some kind of evaluation mechanism to determine how well the group
felt the consultant performed. Although you can design this instru-
ment, it is-appropriate to ask the consultant to design the instrument.
In either case, the audience should be informed very early in the con-
sultation activity that they will be asked to complete some kind of an
evaluative device at.the end. In designing the evaluative mechanism,
provide the partucnpants with an opportunity to express an unstructured
opinion on the consultation in addition to the objective responses. This
will allow you to channel the -participants to respond specifically-to the
objectives that you had hoped to accomplish by the consultation.
Finally, it is always a gocd practice to ask the consultant to
write a final report on how well he perceived the consultation to have
accomplished its objectives. Within the report you shoulid ask the con-
sultant to include an outline of the activities and concepts whjsh were
presented to the group. The consultant’s reort may then be used as a
reference for historical purposes. The consultant should realize that
this report does not have to be extensive but should be complete

enough to include the specific needs statement which generated the

consultation, as well as all of the objectives which were attempted.
Alse, an outline of the activities that were undertaken and an analysis
of the evaluation should-be included in the report. .
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- snMULATION Egcenmse IN DESIGNING
' STAFF DEVELGPMENT PROGRAMS :

- Walterﬂ Hunter - Lt
N James 0. Hammons
-~ * N Pars

~ !'( | - -

. b 4
- One major aspect of the‘conference was a sn?nu!atson exercnse
on staff de\(elopment desngned to. prowde an experience which would
enable the participants to synthesize all "they had been hearing from
r keynote presenters at the conference. The directives for this eXercise
follow, they precede the reports frorn each of the five groups involved.

oups, and each group was given a memorandum which
them: to prepare a staff development program for a hypothetical

gollege as shown on the following pages. A specific ““Coljege Profile” ,
Wwas, also given to each small group. A minimal amount of time was
allocated on-each day for group meetings. The group reports were/pre

pared and presented on the final day of the conference. Pamm ants.
'were asked to judge the reported staff devetopment program on-the fol
.Iowmg criteria. ) o

r- 5

Criteria for Staff Develo ment ,
. ¢ .
. " A staff development prcugram"should be;

1. Developmental in nature, not remedial. That is, the program
should build on the talents presently available, ,provndmg an avenue
which will allow individuals (depanment programs, etc.) to move
toward more.effective operations. SO

. 2. Democratic, not autocratic. Staff development programs
* should be the result of participative activity by those persons most
closely involved. Programs whnch are imposed are likely to be un
—sv.scce&sful ', . .

. .. 3. Inclusive, not exclusive. Staff development programs should
be planned to include as many aspects of the college cperation as pos
sible. Administrators, faculty, and support staff need opportumx(e‘s to
lmprove and expand their effectiveness. -

(o s -




Y M - <
Lo~ veIopment programs should simply mggge mto the ongolng "coll

" opérations withaut dlsruptron
- >

~ 5. Self- evalua‘tlve npt used for eviluation. If staff development
’ programs are gxpected to bring about change jn behavior, then change
must be self-evaluated. Evaluatnon by others (administrators) is likely,
" to Iower the effectiveness of' any stuff development program.

-

. 6 Self prescnptive not prescrlptlve When individuals plan
their own goals for improvement, they ¢ are more Ilkely to.achieve those
\ goals. 4 - . ,

7. Wide spectrunf not narrowly-' conceived. {l'he delivery of
educational services is a very complex operat ‘on. No sipgle procedure
(methodology) Is a panacea. Rather, a vanety of procedures:must be
employed within an atmospherg of support and cooperatlve effort.

8 O‘utcome and procedure, The procedures employed in the _,
‘staff development program should match the outcomes, * that is, the

procédures should lead to the deswed outcome .
i ,é » . .

9 Qutcome and Evaluation. Evaluatlon (feedback) of-the pro-
gram should measure (give information about) when and if the out

.. comes are achieved. ¥ o.0
. ) ° \ N *
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4. Supportlve of lndlvldua1s not dnsrupttve Eﬁ‘ectlve staff gl;- .
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SIMUL.ATION SPECIF!CATIONS

y \

- Ad-Hoq Committee for Facﬁ}ty De
Purpose Pmpare a Faculty/D elopment Proposal for the President
. and the Board . Daatiid
——

<

Background L L ., N o

As a result of (1) mcreasnng costs of mstructlon, (2) a reeent
community survey that lndlcated that the college was not meetlng felt
needs-of the community, espemally in the aread fcommumty services
and adult educatlon}/( stabilizing enrollment;-and (4) higher-than-de-
snre;l attrition rates and rapidly changing student body, the president
and the board have decnded to initiate a program of staff development. '

Ther presndent "has.invited each of you to serve on an ad hoc
commlt}ee to prepare a staff development proposal for the college.
This.committee- consnsts of: 2 deans: dean of instruction, dean of stu-
denZ personnel services; 2 division heads; 5 faculty; 1 student per-
son e[’;staff' jand 1-learnitig, fegources étaff ” '
, At the first meeting of your committee held earlier in the week,
the president informed you af the general mission of the committee
_and distributed and discussed a paper en “Questlons and Issuegin Plan-
mng Staff Development Programs.”

o The purpose of your second meeting, then, is for the commit-
tee to prepare the. staff development proposal that is to be submited
to the president who in turn, will submit it to the board at thrir
monthly meeting later in the week. .The president has indicated that to
the extent possible, he wil] recommend to the board.that the commit-
tee s proposal be followed. He has further indicated 'five primary con-
cerns - |

' \,‘"‘

1. Improvnng the effectiveness and efflélency of aH aspects
college operations so that salaries can continue to keep up
W|th inflation ;

2, Improvmg services to the community
3. Increasing enroliment




4, Reducing attrition o
5. Increasingvfaculty awareness of student needs. .

. Realizing thgt the committee has a “time crunch,” since the
board is calling for this report this week, the president has delineated
specifics of the ‘task as he sees it for your committee (task sheet,
attached). 1

The board has approved allocation of an amount up to 1 per-
cent of the total operating blidget to fund first: -year activities, and has
temporarily placed a hold on fitling the newly created position of
associate dean of instruction ($17,000 salary) unt|I the committee’s
recommendations are made . .

Good Luck!

. ~
Guidelines for Report to Total Conference Group _

1. At the outset, you should probably appoint a recorder for

X

the group and a chairperson. ; \
2. Each group report should.not exceed 10 minutes.




Task: Develop a proposal for facuity development for the‘presrdent and the board

. The proposal may include any or all of the following elements

f"-gpecj'ﬁc ohjectives of 'the program based on present knowledge of the

. . Task Sheet

to respond to:

~

. Ratlonale statement: I
At least five reasons why the college needs a faculty development pro-
gram _

college - - !
What the program should achieve
Whatfaculty should be able to do after participating in the program

?

® Procedureés for determining specrflc negds of thestaff

-

® Recommended incentives for staff part}lpatlon {at least 6) e
® Answers to the followang will the mtended recrplenta of the program be; .,

d. volunteers? o e
b.. full-fime? - . A -
. “C. part-time? .o . . LR
e /4 ey

® Recommendations regarding how and when the program can be scheduled
such that a maximum number of staff can participate

s A plan for publicizing the program to: lnclude.

- Initial publicity
b Publicity for each porti_oq of the program

® Recommendations regarding,th'e faculty for the programs, specifically:”

.a. Shotild the program be conducted using consultants?
b. Should the program be conducted using college personnel?
c. In either case, how should faculty be selected?

.

® A tentative one-year budget, not to exceéd 1 percent of the total operat-
ing budget. Budget is to follow these guidelines:

a. Consultant fees of $150./day °

b. Per diem of $35.00

¢. Travel expenses {average) of $150.00 .

d. Supply cost/participant of $25.00 R

e. Credit hour reimbussement of $50 fcredit,.to a maximum of $500./ *

faculty member/year
. Faculty:reimbursement for summer work at $250./week

—

® A plan-for evaluatmg the effectiveness of the program

L Suggested ways in which the,administration can mdlcate support for the
plan

R 3.z ; o C
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Statist

® Private college—30 years old
CMfddIe States gcereditation
©1,000 full-time students
® 300 part-time students
© 50 full-time faculty
° @15 part-time (adjunct) faculty

@ Academic calendar: semester

" +®Coeducational )
.$1 000,000 college operatmg —

|caI Data

’ ) * ' COLLEGE PROFILE.A

Qmull Pﬂvate Community College (under 800 full- time equivalent students)

©Majority of facuity hired in early 19605
when enrollments boomed
35% grad school
40% other colleges, including two- year
10% high school
15% other, including business, military
Average age, 40
@ Curricular breakdown:
Strong transfer program .
Recently started occupational program

R 4

' budget

-

Qther Institutional Data

Enrollment declining in the I'ast three years
Student surveys generally positive

Attrition rate, 35% freshmen, 40% of those who enroll normally graduate 2
to.3 years later

Scores on College Boards average for private schools, with trend downward
as “open admissions”’ program has been lmplemented

College has new (three years) remedlal program .
Faculty reasonably pleased with ablllty of students

Faculty morale low due to enrollment decline and fear of layoffs, some talk
of collective bargaining

f
.
[ I J

® Fai!ities somewhat conventional butin good repair ‘
° fimited audio-visual capability
v J ! -
~ v Q




COLLEGE PROFILE B '
. . ’ A ]
Average Size Community College, Rural-Suburban Service Area
{1200-2200 full-time students) . . . s
; * Statistical Data

©2300 FTE @ Majority of faculty hired in 1968-71

® Public collége—6 years old 30%.grad school

®Middie States accreditation . 20% other colleges, mcludmg two-year

- 20% high school

. L4

‘225 000 county popuIatlon 30% other, ificluding busmess, military
4,000 high school seniorseach year g yoqrs average teaching experience
graduate i in county high schools Average age, 38

©1,700 full-time students ]

©.1,700 part-time students- ° 55% t::;:fxzakdOWn

® 90 full:time: faculty ~1a5% occupational -

@50 part-time “adjunct” faculty ' - .

® Academic year:-semester '
©$3,600,000~—college budget ) | »

Other Institutional Data:

® Total enrollment,steady for Iast two years with full-time declumng and part-
time increasing .

® Board concerned that college is not serving total needs of commumty, es
> pecially in community services and adult education areas

® “Student surveys generally positive (55-65%) '

@ Attrition rate 35% freshmen; 40% of those who enroll normally graduate 2
to 3'vears later

® |n last three years, average scores on ACT have been dropping, reflecting in-
creasing number of students in lower half of high school. graduating class

® College recently began offering remedial courses in English, reading, and
math >

® Many faculty aware that their skills are not appropriate for new demands
being placed on them

® Staff attitudes vary' from poor to good

® Collective bargaining contract with NEA affiliate

®_Facilities constructed in 1969-71; modern and somewhat flexible
. ® Fairly good audio-visual department but under utilized

&

107
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-COLLEGE PROFILE C

Large Urban Area Community College (2300-3500 full-time students}
13

: 8 Statistical Data
®3400 FTE @ Majority of faculty hired ¢]966-70
® Public college—8 years old 30% grad school
® Middle States accreditation ggg: tc‘?th}er c;‘ollelges, including two-year
i igh schoo :
eJ: g%odooi?;f;?go‘:;ﬁ::z:ch Qear R 30% ogmer including business, mlhtarv
! 10 years average teaching experience
©2500 ful! -time students Averagé age, 39 )
. ®2500 part-time students ® Curricular breakd
®120 fuli time faculty 55% transfer .
®70 part-i\ime (adjunct) faculty 45% occupational
’Academlb year: semester - 4
0$5,500, 000 collegé budget
!

QOther Institutional Data

9.. B
Ad “Totai enroliment steady for last two years with full-time dec]mmg and part- N
time incredsing N\

° Beard concerned that college is not. servmg total needs of community, es
pecially in comrnunlty services and adult education areas

® Student surveys generally positive (55-65%)

® Attrmon rate 35% freshmen, 40% of those who enroi} hormally graduate 2
-to 3 years later . :

® |n last three years, average scores on ACT have been drepping, reflectmg in-
creasing number of -students in lower half of high school graduatipg class

® College recently began cffering remedial courses in English, reading, and
math .

Many f culty aware that their skills are not dppropnate for new demands
bejng placéd on them

~ %

® Staff attitudes vary from poor to good .
® Colleétive bargaining contract wlth NEA affiliate , . .-
& Facilities constructed in 1969-71, modern and somewhat flexible
® Fairly good éu_dio-visual department, but under utilized
- \ s .
p
. oo
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GROUP A: o ¢

A Small Private Commumty Collega

.
.

“The initial stép in a staff development plan for College A is to
add an ad hoc staff development committee to the organizational struc-
ture. This commlttee would consist of eleven persons as follows:

il dean of instruction
‘2 division chairpersons
4 faculty: 2 teaching
. ‘ 1 counselor .
. T LRC staff .
1 classified staff
1 student s
1 trustee - .
1 consuitant !

A schedule for the staff development-plan has been established
. asa gﬂheral guide. .

' Short-range Plan (1 year): .
Phase 1—3 months planning
Phase 2—8 months-implementation
Phase 3—1 month evaluation

Long-range Plan (4 years):

The long-range plan coﬁsnsts of.an annually modified pro-
gram of+the above one-year cycle.

Specific goals and objectives of the staff development commit-
tee have been planned to coordinate and further provude ;mplementa

tion of the four major-goals of the college. *
L4

tr

}. To improve the quality of instruction 3 {

Goals

1. Increasing faculty and administrative competencies
2. Utilizing facilities more efficiently
3. Promoting the implementation of new teaching strategies

Objectivés .,

1. Reduce the attrition rate of 25% over a five-year period
2. Attain a first-year retention rate for developmental students
. of 50% over a fiveé-year period .

I B 4109
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3. Involve 100 pnrcent of the faculty in |mplementat|on of
systematic. teachlng strategies . -

I1. To improve the service to the community

Goals T T

1. Intreasing community involyement in the college

2. Incredsing college invplvement in the comnunity P

" Objectives o _ _
1. In five years, obtain a response to a survey in which 75-per- .
cent indicate that the college is serving tha.needs of the com-

munity “good” to "‘very well” in the areas of- commumty
servnce and adult education

II. To increé‘se student énroflment . .
Goals . -
1.-Reducing the attrition rate ‘
2. Increasing enrollment of part-time students .

3. Increasing community service courses .

Objectives

1. Increase full-timestudent enroll‘ment 3% a year for five years

2. Increase part-time student enrollment 5% a year for five years

3. Incréasecommunity service FTE students (full-time equlva
lent) by 10% a year for.a five-year period

LY

IV To broaden the flscal resource base of the college

e, Examining the fiscal resources- available to the college

2. Reviewing the administrative structure of the college

3. Providing alternate methods for promoting initiative and for
evarding staff competencies

Objectlves . - ¢

1. Obtain a Tltle I1 grant in the amount of $123,0080 for the .
purpose of staff development and initiation of a bilateral
agreement with the local university for staff development
plannlng and evaluation -

Vox

Lasy
* S ;‘
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ment with th&local umver5|ty for staff development plan-
ning and evaluation

"2 Budget 3% of the total operating budget for staff develop
ment

3, 0btain $30, 000 from outside sources per year to be aIIo-

- cated for staff development .

- ¥

“In addltlon to the goals and objectives for the staff development com:
mittee, specific objectives hrave been established for the consultant who
" is listed as a member of the commlttee. The consultant should. pro-
vide the, following "expertlse to the committee: -
1. Provide means of |dent|fyfng needs
2. Designate the staff to participate in the program
3. Plan incentives for participation .
3 4, Make recommendatlons for schedulmg
5. Determine the methods for selecting staff to conduct training
6. Establish bilateral agreemenits with assisting orgariizations
7. Evaluate the staff development program
8. Détermine future funding resources.

y 3 [N




GROUPB-T

’
-

Average-Size Community College
Rural-Suburban Service Area
LN

=

e

.+ The ad-hoc committee for staff development was charged in
Jahuary 1974 to develop a plan, both long- and short-range, for staff
development, involving the board-of trustees and ail employees of the
-college with special emphasis on institutional improvement and; com-
‘a»m-l'fmmmunny -services by:

) 1. Improvmg the effectuveness and efficiency of all aspects of

the’college operation so that salarles can continue to keep
up with inflation -

2. Improving servicesto the community

3. Increasing enroliment. o

The ad hoc committee for staff development submits the folléwing
recommendations for consideration as.a plan for staff development at
College B-1. - i _ o

Statement of Responsibility

-

" _Rationale

The purpose of this plan is to improve the continuing organiza-
tional effectiveness and efficiency by utilizing a systematic approach
to planning, implementing, and evaluating a college wide program of
staff development. ) © e '

Objectives

The objectives of this p!an.are.m .
1. To identify the goals and needs of the staff }
2. Toinvolve the staff in commanity services
3. To develop staff awareness of the total community

4, To expose the staff to alternate instructional strategies

5. To develop staff awareness of the charactenstlcs of the stu-,
dent body )




r

Means of Implementation . , . \
In order to meet the. above objectwes, the follo

¢ }

A. The position of assqciate dean should be fulled by an indi-
vidual who wouldg serve as an educational development of-
ficer. A committee should be created immediately to search
for an mdw:dual wnth specific qual:flcatlons in this area.

B. A standing committee to be named the.advisory commlttee
on staff development should be established to coordinate and
%evnew with the EDO all proposals for staff development ac-
tivities. The composition of this committee should be the
$ame as the original ad hoc committee for staff development
with the addition of a member of the board of trustees who
would serve as a consultant ex officio.

C. A task force should be created for each of the five stated ob-
jectives. The composntlon of each task force should include:
{1) an appropriate administrative officer, (2) a member of
the instructional staff, (3) a member of the supportive staff,
(4) a member of clerical staff, (5) the EDO, and {6) additional
membegrs as dictated-by the’task

The chalrperson of the respectwe task forces should be:

Objectlve Task Force #1—Director of Institutional Research
Objective Task Force #2—Coordinator of Public Relations
Objective Task Force #3—Director of Counseling

Objective Task Force #4—~EDO

Objective Task Force #5—Dean of Students

Each task force should be charged with analysis of available
data, identification of specuf' ic needs, and collection of addi-
tional data on the respective topi¢. Each task force must in-
volve the entire staff by survey, personal interview, and com-
munication through division and department chairpersons.

Each task force shouid address itself to the questions of pre-
service, in-service, and renewal in light of the respective
topic. Each task force should then submit to the advisory
committee on staff development a proposal for staff devel-

opment activities on the respectivé topic. . °

Each proposal should include:

a. Objectives based on needs assessment
b. A specific plan of" actlon
c. An evaluation process

a

- 113

ing. s\trategves
are recommended x A '




~3

. consideration for evaluation.

. - f
d. A revision procedure
e. A time schedule .

‘ * f. A budget

D. The advisory committee for staff development would then
review each proposal in lighg of the stated objectives and
would allocate funds for specific projects in each area. All
fundlng would be within the established budget of $36,000.

. \;"\‘5
g ~
Participation

14

All staff development activities should be open to all employees
of the college and members of the board of tru<tees Participation
should be voluntary. T

Incentives for participation should mclude institutional recog-
nition, released or compensatory time, feIIowshlps, travel funds, and_

Y . Staff should be involved as leaders as well as partlmpants in
- staff development activities. .

Evaluation

An evaluation model for the plan will be designed by the EDO
and the director of institutional research working with the advisory
committee on staff development.

Time Frame

1. The EDO should be hired as soon as possible but at least
one month prior to the beginning of the fall term. This is to
allow time for the EDO to become familiar with the college
operation and to present the board-approved plan Yor staff
development to the college staff at the first college wide
ineeting during orientation.

2. Task forces shouid be actlvated by the beglnnlng of the fall
term.

3. The deadline for submlssmn of proposals should be No
vember 30. .

4. Review and allocation of funds should be completed by
December 30.

5. Implementation of activities should commence January 1.




Futuré Funding A .

The college should continue to support programs of staff de-
velopment’ by specific budgetary allocation. Outside funding should
also be sought. Specifically, the EDO should d p a proposal for
funding from HEW under Title 111, which would supplement the insti
tutional allGcation for staff development.

2 I +




" GROUP B-2

Avartge -Size Community Collcge
Rural-Suburban Semee Area ’

I

I

-

Ratlonale

"A.. “Need to keep up wnth the chaﬁ‘gmg env:ronment‘

Jr .D,e'signatlon ot Smaller Plannirig Team '

Able to. -copewith the.changes. . '
. 1. Dropin’AGT scores - * » &
2 Need for cbmmumty service

Increase total-operational eff:clency
1, Inflation

S~
lndrease e‘ffectweness of staff.

Rewew and updaté alms and objectsves of community college. *
1, Statemenit of mussuon pf coliege,

v .

-

T e

{4, Means of Identifying Needs

B

. " Person to be employed and to be responsuble for'staff de-

velopment N S

Representatives from co!lege constituencies
1..-Formed suhgroups
v a Mamtenance, plus others, ed., classufled .
b. Faculty
6. Administration

Qpnimtinity.comﬁ'littee to be appointed
Use institutional research

"Community survey

Faculty needs survey
Administrative heeds survey

' Classified needs.syrvey

Student needs survey




n. Means“of Identifying Needs (cgnt'.)

Survey.(commumty) .
‘Discussion.groups (internal) o °
"Personal contacts (staff renewal needs assessment)
. Short-term pricrities

‘Long-term priorities

Budget sk, ey

a. 80% Ry

b. Consultants (5—10%)

¢. ‘Materials and equipment. {5-10%)
- d. Other (0-10%) '

-

V. Designation of Staff to Participate

1. 'Volunteers
Full-time
Part-time, in-service -
2. Mandatory presérvit:e

-~

V. incentlves-Short-’term (S) Long-term (L)

Released time (S) . *
Special travel budget (S)

Individual and group-recognition (S&L)
Sabbatical, paid short-term leaves, graduate tuitioh remission
{L) '
6. Fel|ow§h|ps for instructional development {proposal basls)
7. Graduate credit . N
8. individual and group recogpition

1
2 +
" 3. Self-determination (S&L)
4,
5.

. Scheduling
A. Flrst year °
1. Monthiy -planning meetlngs (flrst & months) |ead|ng to
staff ‘development initial plan ;™% ° .
2. Status reports on short-term goal$ (end of first 6 months
and first year) ’
3. Status reports on long-term goals, (end of first and second
« year)

.
.
. A
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Scheduling (cont )

4. Revise- plans and schedule accordlng to evaluative feed
back

* VI, Suggestions about Staff Selection 7

A. Internal andlocal sources
8. Consultant
.C.. EDO.

3

YN BllateralAgréements

A. Workshops. and-seminars relative to content and evaluatlon
of staff development program
B. Credit courses rélated-to staff development objectives (off-
: or on-campus).

Bpn

IX. Evaluatlon Plan

A, Internal iNformal, affective {process) !
. 1. Feedback and reports from planmng team rapresentatwes

2. SD.activity reports

Measurable outcomes
. Attrition rate (decrease)
. ‘Per-student éost - -
. -Folding:partition. report {open or closed)
. Enrollment increase-
. ««Changes in class size and number of staff
. Student and faculty-attitude survey (% positive) <
. Community service program—types, variety, and number

X. Futuge Funding Sources -

1. Minimum of 2% of instructional budget for staff develop-
ment annually
. 2. Lobby forstate-wide staff development morney (Change reg-
ulation if needed.)

Pl

3. " Federal c )
1. Fund for improvement of postsecon\élary edlcation
i 2. EPDA . .o
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GROUP-C:1

Large Urban Community College

\. .
.
.
~

Statement of- Purpose N

-

The admlmstratlon and staff of Urbanite- Commumty College
is'cognizant of the shzft in student needs as evidenced in_ the recently
" published data relat:ve to student achleyement and urban area needs.

Urbanite Community Col!ege is: commltted ‘to the centinued
improvement of the instruction/learning process in-order to meet the
community’s postsecondary needs by: .

1. Reassessment ‘of the methods of evaluating student needs

2. Reassessment of the- curncu!um in view of student needs in

the areas of .

- a. course content
b. instructional methods

3.-Personal and professional-development of all staff .
. ResponSIblllty for this commitment is shared by the total col-
lege community through awareness of role, responsibility, and the
purpose of the college

3

Planmng Team

The team responsible for development . and implementation of
the coilege staff development program will-consist of five persons as
foliows

Educatlonal development officer, chairperson
Facult;l member (actively mvolved in the UCC faculty-organiza-
tion -
Administrative member
. Counseling member
Classified member

*

: o ) . . X

In addition, a student advisory committee will be formed. The

organization’s structure (line and staff responsibilities) looks like
this: .




. h «
[ President . ’ L
EDO - | '
' . Faculty. (1) » Student’ Advisory
N Admin (1) - ™™ Committee
) Counselor {1}
Classified (1)

Means of ldentifying Needs

A modification of the attached needs assessment instrument
(El Paso Community College) is recommended for assessing specific
. needs. . .
‘ A-series-of open-general meetings with various segments of the
cotlege community for further assessment is recommended.

M em

Des’ignation of Staff to-Participate

.

Total involvement is encouraged,.including the faculty, admin-
_ istration, counselors, instructional assistants, and the classified support
staff, i.e., all categories of personnel on a voluntary basis.

Incentives for Participation

1

Since programs will be developed in response to needs-ex-
pressed through assessing the community, the programs should be self-
actualizing. Incentives to participate should include released time,
work load adjustments, tuition assistance, and travel on a selected basis
and within budgetary constraints.

.

Scheduling

The needs assessment survey from which initial programs
should be identified and developed for implementation in winter term
of January 1975 should be prepared and administered ealy in the fall.

* This initial six-month cycle should be followed by a full-year program_
for the following year. The initial pilot program shouid provide data
and input for the subsequent budget cycle.

121




Staff Respoﬁéibilities for Training ‘

. The committee will develop a methodology for identifying
local reSources for training responsibilities prior to any attempt to
utilize outside consultants. It is recommended that the committee
work directly with deans and dlvnsmn chairpersons for input on in-
=house strengths

Other Organizations |

-
~

Bilateral agreements, if found necessary for implementation
and evaluation, should be consistent with board regulations.

Fe

Evaluation

" Evaluation will_begin with the pilot cycle and should be both
sequential and systematic.

-

-

Future Funding Requirements

-

Possibilities of federal or foundation funding should be ex-
plored. Information derived from\evaluatlon of the initial pilot pro-
gram will be helpful in preparing proposals. -

At present the guidelines for budgeting will require the com-
mittee to remain within 1 percent of the total yearly operating budget
($55,000).

- 30 Jupe 1974




GROUP C-2 -

\ B .
Large Urban Community Coljege ) ,

A. The college presndent -h0uld announce the mission of the college
for the-year as well as long-term ‘goals to all employees oﬁ the in-
stitution. This can be done durmg a yearly orientation program

- . Furthermore, a day shm\:ld be set aside-each year on which the
president and board of trustees discuss the-goals and- objectives
of the college. Knowing the goals and objectives can help every-
one in the college to better understand his role.

. - . = 4 ’
B. A-campus planningcommittee should be set up for the purpose of
. implernenting a staff developmentplan. The members of the com-
mittee should include a representative from each of the following
groups:

ie [

¢, ®An EDO or someone who is asslgned this functlon—qhalrperson
® an. administrator.
® 3 faculty member
. ® 3 studenf (preferably from the student council)
o ® 3 classified staff membet

. . i
Each ‘member of the campus committee except the EDO will
chair a task force comprised of individyals representative of each

4

v

¢ group (see Figure 3). The purpose of the task force shall be to-
adopt an instrument whtch erey the needs of each repre
» sentative group. - - ) . o

The survey, once adopted, shall be disseminated to each of the
- groups. The surveys, although similar in some respects, will differ
in that each groupJ undoubtedly due to different. roles in the ,
college, Will-requife different forms of staff development.

Results of the survey are presented by the chairperson of each .
task force to the campus pianning committee. From the results, -
the campus planning committee will draft a plan of action. Pos-

sibly this plan should be submitted to the staff to obtain a final
response.

C. Plan implementation and expenditure of funds.should be tl{e
respo"s-b:hty of the educational development officer. The survey
will most likely identify common grOup needs and also individual




- . . . J
., needs. Therefore, through the campus pianning committee, the
amount of monay allocated for each purpose should be determineg

should be asked to evaluate the conference, workshop, ete.,.and
also indicate any further needs identified as the result of attend-
ing the session(s). This will provide the EDO and campus plan-
ning committee with eontinuous information on staff needs. It
will also provide this committee with information about subse-
quent furids which will be needed. Therefore, the committee can
provide the college president with precise information on funds
needed in the subsequent year and the type of in-service staff
! devel\épment needed. . .

|
!
i D. Individuals participating in grohp staff development programs
|
|

E. Individuals wishing specialized forms of staff development should
submit to the campus planning committee a proposal (standard
form). The committee will ultimately determine whether” the
proposal is granted.

Individuals who do cbtain special grants should again be required
# to evaluate and define future needs. -

' F. The EDO will present a yearly repoft to the college president.

- ’ Thisfrepor‘t is an account of what occurred and recommendations
for further actions. The EDO should also keep all staff members
“informed of the ongoing staff development programs occurring at
the college and tfie types of responses obtained from individuals
in attendance. This could be done, for example, in a bimonthly
newsletter: . )

7
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Appendix A:

Community College Staff Dwolopﬁmt:
An Annotated Bibliography




/o Intraduction

o / . ., e

The annotated bibliography below offers a review “of the substantave
literature pﬂrtlnent to community college staff development. A presentation of
significant items on various aspects of the topic was the goal here, not an ex-
haustive listing..

Severa! hmutanons apply to this bibliography. Predominant attentuon is
given to material dealing with in-service education (traming for staff already em-
ployed and workmg in tHe community college) While the stress is on faculty
training, a number of documents describe programs which include administrators,
counselors, even classified staff. Preservice education and the orientation of new
staff receive only the most cursory attention, mainly as the various works discuss
them.in conjunction with in-service training. Such a limitation seemed appropriate
both because of the emphasis of the present conference and because of the signif-
{cantly slowed grawth of the community college movement in the 1970s. The latter
point is an important one. In the last few years, evidence has appeared of 2 sig:
nificant change in focus from the orientation and assimilation of large numbers of
new staff (characteristic of th} extragrdinary expansion of the two-year college in
the 1960s} to the refreshment and upgrading of existing personnel due to the
stabilized, low tumover staff situation that is increasingly characteristic of the
1970s. Persons interested in an introduction to substantive preservice and orienta-
tion literature are directed to the ERIC brief, Community College Faculty

Iopmem, prepared for the AACIC 1973 Assembly "Mew Staff for New
Students.”

ERIC Document {ED) numbers and CIJIE (EJ) numbers are presented,
whenever .possible, to expedite the retrieval of information, especially of items
not easily obt,ainable from other sources.

4

e Terry H. Wallace
. Harrisburg Area Community College
’ 6 June 1974




Atwell, Charles A. md Sulliny, Robert W. ““Cooperative Facuity Devalopment.” Community
and Junior College Journak 44 {November 1973): 32-33,

Identifies ““the cooperative effort, on an equal partner basis, between the community col-

lege and the graduate training institution as a commonly facking siement in faculty devel-

opment. Reviews 8 model of successful ccoperation bstween two such institutions, New

River - COmrwm:y College, |n southwestern Virginia, and Virginia Polytechnic Instntute

and State University.

* 3

Barthlow, Robert L. “Don‘t Overlock CInssif‘ed Staff.” Commum'ry and Junior CoIIege

Jourm144 {November 1973): 34,

Strasses need for ongoing staff development: p’rogram for administrator§ and classified
staff, suggesting mionalcs and workst p-topics. 2

Bender, Louis W..snd Hammons. James O, “Adjunct Faculty. Forgotten and Neglected.”
C‘ommumty and Junior College.Journal 43 {October 1972): 20-22. “

Notes the significance and advantages of adjunct faculty to the community-junier college
L and streses their need for orientation and in-service education.

Bcrbert, D. G. “Urban Disry: Kansas City.” Junior College Journal 41 (May 1971). 18-22.

ribes a one-week sensitivity-type seminar in Kansas City to develop a greater gware-
ness and empathic feeling in faculty members, chisfly white, about the.environments,
attitudses; and social and economic problems of students from different racial, ethnic, and
counter culture minority groups. Details on activitios and faculty responéo.

Bessent, E. W. and others. Designs for In-Service Education. Austin. Unwers:ty of Texas
Press, 1967. (ED.ON 531) .

Focuses oh in-service ¥ducation for instructional improvernent and reviews three approaches
the practitionier may use to resch this goal: the laboratory spproach, the classroom-ex-
perience model, and the teaching demonstration modsl. Although the target audience of
this monogragh Is the public school administrator, many of its obsarvations may be ap-
plicable to p'mning community college in-service education programs.

‘ Bogart, Quentin, ed. Proceedings 77:e Third Junior College Conference, April 15-16, 1971,
Arizona State University. Tempe. Arizona State University Buresu of Educatnonal Re-
seerch and Services, 1971, (ED 065 125} . . 1

b MY .

Central conference concerns were the fom:sting of instructional needs, tha types of pre-

sérvice training prograrhs required to meet those needs, and tha selection of desirable in-

st&pctuonal compatencies. Win Keliey’s paper ("The Competent Community-Junior College
her”’} defining competencies, skills, and attitudes for effective community college H

telchmg may be ns applicable in determining in-service needs 8 it is in targeting preservico 1
goeals. N

x - '3

. Bushneall, David' S. Orxanizmg for Clumge New Priorities for Community CoIIeges: New
York: McGraw-Hill, 1973.

"By tapping the views of trustees, community Ieadefs, fnculty members, key udmlmstra«
tors, and students; by assessing curient population and eoonomic trends, and by drawing .
upon other research efforts,” the authors “hoped to identify and anslyze forces influenc-
ing the future direction of commumw and lunior colleges.” Discrepancies between desired
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goals-and presant reality sra delineated and strategies for “systematicatly achieving greater
e harmony«bctweon goals and currant practices’ are suggesied,

Ch:vez, Sose. Summary of Results. Staff Development Survey. Washmgton, D.C Americar
Assocnenon of Community and Junior Colleges 1973.

This survey s a continuation of AACJC': sttempt, which began-with its survey of com-
munity and junior college administrators in 1969, to datermine the sta‘f development
needs of community and junior colleges nationsily. The present survey sought up-to-dne
information sbout the staff development needs of community and junior colleges, ehout
their current.in-servics programs, and sbout the role that AACJC should play in proutamg
furthef assistance to meet staff development needs. Chlefiy intended as an mformhtlon
glthmng affort, not an in-depth study..Results from 697 mstitutmns
+ 4
Chromster, Jay L. In-Service Traiming fof Two-Year College Faculty and Staff. The Rcle af
the Gmduare Institutidon. Charlottesville, University. of Virginia Press, 1970, {(ED 044 083!

. Briefly exlmme:s important phiiosophicsl, curricular, procedural, rescurce, and instruc
tional problems and corsiderations that must be taken into account when ths tvio year
collego reqliires coopermon of graduate institutions in in- -sarvice programs.

1}

.. Cohen, Anhur. Towards A Professional Faculty. " New Directions for Community &'olleges
1 {Spring 1973): 101-17.

Examines the current status of commumity coliege tetchlng and suggests further profes
sionalizstion, not along traditions! .departmental lines, but around the discipline of
instruction. . R

Colman, Ciyde Herbert, "Organization and Admimstration of an In-Service Program for
Public Junior Coleges.” Doctoral dissertation, University of Nebraska, 1968. Ann Arbot
University-Microfilms (Order No. 69-9619).

This ressarch aimed to identify a number of common criteris and procedures utilized by
setecteg pubhic junior colieges for organization and admunistration o in-sorvice training
programs for teachers. Includes a pilot study of eight junior colleges in Kansas, Nabraska,,
and lowa and a national.survey of public juntor collzges. Discovered inadequate programs,

poor funding, and weak support, made recommendations for avercorning these probfems.

“Community College Faculty Deveiopment.” A bnsf prepared for the AACJC 1973 Assem
bly, “New Staff for New Students,”* November 29-Decomber 1, 1973, Los Angeles ERIC
Ciearinghouse for Junior Colleges, 1973. Mimsographed.

An annotated bibliography compiled for the 1973 AACJC Assembly ori Staff Develop
ment. Covers selected items related to teacher preparation programs and preservics and in
. servica education, Emphasizes speciat and different types of programs that have been pro
posed or are 1n preparation. Can be used as a supplement to the present bibliography
. [N
Connors State College. Program to Tramn Instructors of Ten Junior Colleges ir the Ozark
Economic Deyelopment Region. Warner, Oklahoma, 1972. (ED 069 616)

- Reviews an in-service pProgram to teain (nstiuctors ¢ program objectives and educational
needs. Notes on participants, activities, and evaluatior.

€ *
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.t Cray, John';E ““How Do You Feel About tn-Service Education?'-Community and Junior
T v College Journal 44 (November 1973): 28-29. i : .
. Stk Report on a stidy made in A;iril—Mly 1973 in 13 public community colleges -in the .
"'-.,,1 #tate of Wachington to assess the_numbar of faculty who. participsted in- in-service
¢ training, the types of training in which they wére involved, .and thie sttitudes of those
- faculty members toward different typaz of in-sarvics programs. ’, . .

DeNevi, D. “i}ctr&din’g Teachers the Hard Way." Junipr College Journal 49 (Apriil 1270):°
6-9: - T : ,

Describes a_summer institute for community college teachers of the disadvantaged. The
program sought to dev’:l?: a greater sensitivity in the participsnts tg the educational and
" himan needs of the dissdvantaged by establishing a ona-to-one working relationsitip with -
youth of theflinner»city. =S
& - P .
. Devors, Paul W.' Variables Affecting Change in In-Service Education, Final Report. Morgan-
town: West Vgrginlu University, 1971. (ED 070 764) * , .

Attempts to identify variables affacting change through in-service education. Discussion
centefs on e|e%mn§iw and secondary education, but many observations pertain to the
junior college situation. Essentially *a review of the literature over a twenty-year period.
5 Finds case studiet on strategies 6f €iange and the change proéeistin bureaucratic stryctures
X aspplicshle andva{uab!e in supplying subStantive observations that are lacking 1n educational

resesrch. A

- Faall,lty Developmént in a Time of getrinchmeqt. New Rochelle, N. Y.. The Group .for
. .'Human,Dws!opl;nent in H:‘dmr'Edufation, 1974, .

A'major work qéoﬂng with the effect§ on staff developmant of one of the major trends of s
/ the mid-1470s. Chisfly oriented to the unjversity and four-year conege situations, although. -
* some of its observations may ba applicable to community collegss, Discusses the incressed
nved for faculty development due to the affects of retrenchment, the kinds of reform
required, tsacher-training, possible in-service progeams, the role of experts and consultants,
- evsluation, ngtions! resources, and intellectual -mobility as opposed to faculty mobility.
Makes kay strategy recommendations. . *
Yo - i
Faculty Qevelgpment in the Junior College. A Secord Interim Report on the Program with
Developing Yustitutions of the Year 1969-1970. Washington, D. C.. AAJC Program with
Developing institutions, 1970. (ED 052 773) L :

S Déscribes and evaluates the second yesr's work of the AAJC Program with Developing

Institutions. {Thasecond year stressad faculty development and instructional improvement.}
Dotails are given on the program, its history, innovations, and progress.

Fletchsr, Leon. “Take to the Road, Teacheri* Junior College Journal 37 (October 1966):
19-21. . .

Describes a Monterey Peninsula Coliege Faculty Travel Seminar funded by the Ford Foun-
dation to gather information on coordinated pre-occupational programs and to observe
> . distinctiva instructional programs functioninig “in the fiesh.” Discusses design, participants,
« ™~ program observations,-and bénefits.
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Fresno City Coliege, Tachnical and Industrial Division. Workshop in Preparation of Measurab;e
Performancc Objecnm. !-resno, Calif.: 1972, {(ED 073 258)

Reportof 'Y four—day wo:kshop to- help Vocational-technical instructors develop perfor-
’ mace obioctwes for their coursaes. -

Garrison, Roger. Junior College Facuilty. Issues and’ Problems. Washmmon, D. C. American
Assocmlon of Junior Collogcs 1967.

Section. reviowing faeulty at;imdes on the subjact of “Professional Refreshmant and Up-
arading” (pp.- 38-46) relates. w»s&ff dwalopmem .

™ e 1963 Serftvar for Great Teachers; Pralimioary Report on a Nauoml Experi-
ment.” Junior Coltege Joumal 40 (November 1969}: 7-9.

Reports on pomc»p-nw. prosrtm, 2ims, ang results of the first AAJC Nationa! Seminsr
for Greet Tnchers. 2 model fdr later regional and local.seminars.

’
58 ‘v

Ginw, 4. W. and Toilefson, T. A. Products and Productivity. A Perspective-on Learnmg. .

~ Durham, N. C.. National Laboratory for Highsr Educa(lor, 1972. {ED 069 268)

Reports on an in-service sducation program to mm instruczors in the systems npproocf\

(o instruction at:%+'ythavilla Community Coilege. ,

Gloszer, Edmund J,, Jr. “lew Development Project.” Junior College Journal Bé (April
1368): 7.

Qutlines .the AAJC’s rapidly expsnding Faculty Devalopment Project im,tfated in eurly
1968 following the passage of the Education Professions Development Act and tha receipt
ofs sig'niﬁam grant from the Carnegie Corporation. -
Y
Goodrich, Andrew L. “The Now Faculty and the- New‘Sfudem Junior College Journal 41
“{May 1971):.26-29, '

Approaches the problem of meeting the needs of the “new students,” especially ones from

ethnic and racial minorities, through training faculty to a8 working awareness and new

\ respect™for different educational snd culturst backgrounds. Lists problems and concerns,

discusses minority awargness workshops sponsored by AACJC, and outlines the natura and

value of inreach and outreach progrems.

o

Hardner, R. J. and Pratton, D. L. "Cugriculum Reform Through Behavioral Objactives. Report

of an In-Service Project st Columbia Basm Colloge Junior College Journal 41 (October
1970): 12-16.

Describes the goals, methodology, results, and recommendations of the in-service Program

of Columbia Bain Community Coliege, a program which aimed to reform the coliege’s
curriculum through the implementation of behavioral objectives,

-

In-Service Training for Two-Year College Faculty and Staff. A Survey of Junior and Com
_munity College Administrators. Washmgton, D. C.. American Association of Junior Col
"leges, 1969, (ED 034 519)

Constitutes the first major nauoml AAJC survey that provided information on continuing
or cefresher studies related to the work of current faculty and staff 4t American community

S L
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/ colleges. Delinsated msjor areas of training demand‘s, reviewed the suppfv. of aveilable
training to meet those demands, and exposed significant daficiencies. in the in-service

1raining supply plcture. ) -

> .

‘fows Lakes Community College, In-service h&ﬁzing for Administrators, Faculty, and Students

761} . \
Reports on an in-service program for administmors, faculty. and students that Stressed
Lo " innovations In teaching methods and astudy of technical modia, .

: &
Kastner, Harold H. "4 System Wide Approach.” Commynity and Junior College Journal 44
{Noverber 1973): 14-15. ¢ -

Riylew of th Fiodel Floride staff and program developmant effort fwhich allocated 3

: Years of operation. Mzkes state level recomiendations about its mechanics,
L&

. -

Kilpatrick, Gordon. [n-Servioe Education with Recommendations. Concemmé lts Implemen-
tatlon' in American Junior Colleges, El Camino, Calif.. €l Camino College, 1967.
{ED 020 721)

Categorizes in-servica education by goals, examines various techniques to mest those
goals;-and discusses barriers to, sagd supplies-recommendations for, establishing a program
of in-ssrvice education. Suggests a cRange in focus for in-sarvice education, from the elimi-
nation of presérvice deficiencies 10 growth problems facing faculty on the job.

Koile, Earl A. and Gallessich, June: “A New Edge on Education. The Dallas Human Ralations
- Lab.” Junior College Journal 41 (March 1971): 31-37., )

A Describes In detail the experience of El Centro Community Coliege (part of the Daiiss Com-
T % munity*Junfof College District) with human relations isboratories. Discusses the design of
the program, its content, ;osults, and evaluation. ‘

Lefforgs, O S In-Service Training as an Instrument for Change. Ganesville. University of
Florida Institute of Higher Education, 1971. (ED 055 577}

Presents's plan for community coliege instructiona! improvement utilizing in-service edu~

catior) ss the instrument of chiange. Stresses the need to-evaluste the rggults of in-ssrvice

education in increasing student learning agzinst the input into the program. A msjor con-
* tribution of the work is its list of performance objectives for in-service programs.

Martorans, S. V. and-others. “Toward Imbroving the Learning Process.” Communtty and
R Junlor College Journal 44 (August 1973): 56-57. -

- Describes a statewide model for improving instruction developed by New York with
EDPA assistance Promoting increased opportunities for two-y#ar coliege facuity in-service
education is an integral part of the program.

“Microteaching: In-Service Training for Adult Educaté:rs." Adult Leadersiup 22 (November
1973}: 179-81. (EJ 085 629)

Describes a toacher training and in-service education technique for providing a series of
structured, critiqued training sassions in a short period of time. Outlines its utiization
and evaiuation at a secondary school adult education siaff development conference in
Maseachusetts. Applicable to commukiity college staff development efforts.
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Miller, Bob W. “Graduate Career Development Center for Commu.ty College Personnel.”
Audio-Visual Instruction 19 (January 1974): 21,

Briefly describes a program developed by the Tarrant County Junior College District and
the Daillas. Community College Dlsmct for thewr staffs, wheraby personnel can mceiv;
graduate Laining from any one of seven universities with minimat time spent in residence.

Nelson, James H. “Collective Bargaining. ‘An Instrument for Staff_Development.” Community
. and-Junior College Journal 43 {Octobér 1972): 27,

Cails, m‘]ywn to collective bargeining as 8 potentially significant instrument for stoff
devslopment. Advogstes 8 shift in agreements from activities which are suppgoed o result
in professional growth to behavioral, changes or competenci&s acceptable as ¢..Jence of
such growth.

1 {Spring 1973): 9-29,

Discusses criteria for improved presgvice and-inrsefvice programs ta assure the quslity of
community college instruction. Ttys university and the- two year, college roie in improve
ment, the pisce of teachmg degt;és federal and Emte support, and types of in-service pro
grams are discussed. |n &ffect, & /general surmary of Teachers for Tomorrow.

O'Banton, Terry. ~"Patterns of Staff Devropment. ' New Directions for/Commumr) Colleges

Taachers for Tomorrovy. Onz Year Late:. Community and Junior College
Journal 44 (November 1913): 10-11. /o

Highlights important staff develuprment events gh;t have followed the publication of
O’Banion’s distinguishe8 study, Teachers fur Tomorrow. Staff Development Programs in
the Communuty Junicr Cullege. Reviews legisiauve de.elopments on the state and nativnal
levat, the focus on in service eduéation by old and new .ommunity college journals, the
growth of in-sarvice programs on [ocal campuses, and new developments in the area of
. cr:s.duate preservice and inservice ec{:catidh. N

. Teachers for Tomorrow. S!aff Development in the Community-Junior College.
Tucson: University of Arizona Press, 1972, N

Alandmadk in the fisld of staff develepment prepared for tha President’s Advisory Cousicil
for Educational Professions Developinent. Beviews the major current efforts in preserviue
2nd 0 service pregram planning and recomtronds programs designed to meet tha vatious
needs of staff, with emphasis on the instructor, the one with critical needs. Programs
describad require little modification to fit the needs of independent jumor colleges and
technical Institutes.

N - ~

Samhn, J. R, "In Service Education in-Amencan Public Junior Colleges. ' Doctoral disserta
tion, lllinois State Unwversity, 1967. Ann Arbor, Mich.. University Microfilms (Qrder
No. 68-403).

Survey of 403 public commumity coileges to deiermine scope of in service education
efforts. Discovered serfous deficiencies.

Schafer, M. |. The Student Role of Teachers. Faculty Developmeni in the Communay Col
lege. Gamesvills. University of Florida Institute of Higher Sducation, 1970. (ED 043 33

£xperts in the junior college in-service field suggest methods fdi i service faculty i/mprove
mant and list significant barrisrs to effective training.

A
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Schultz, Raymond E. “Low Turhover Lreates Staff Devulopment Problems.” Commumty
= College Review 1 (April 1973): 22-28. . ,

Sees the stabilization of comr'nunlty college staffs, after-a decade of rapid expans:on
changing the focus of staff development from orienting new personnel to keeping staff
arofessionally vital. Presents guidelines for effective staff deveiopment and suggestions for
implementing activities in the face of low turnover problem:. - .

Schwilck, Gene §. and Martin, Warren Bryan. “Danforth’s thmunity Coliege Institute.”
New Directions for Communl!y Colleges 1 (Spring 1973): 31-39. .

Desaribes the model Danforth Foundation Community College Institute designed 1o gwve
college representatives (faculty and administrators) time, resources, snd encouragement to
solve a taroetcd campus problerh. Notes preblems faced by community colieges, the foun-
dation’s response to these problems, its workshop procedures, the paiucipants’ reports and
plans fer action, the follow-up and evaluation, and suggestions for other institutes.

Singer, Derek S. “Do We Need a Community College Institute?” Jumor College Journal 39
{Octaber "1968): 36-40.

Sugdests the establishment of one or mdre graduate institutions for the preparation of new,
and tha refreshment of veteran, community junior college instructors and administrators,
to redress the fsck of responsuvenes of present colleges and universities to ths requirements
of two-year institutions. Lists emphasas for a first-rate program, suggests subsidiary func-
tions, and notes problems facing such an institute.

“Some Perspectives on Staff Development Community and Jumior Colﬁzéé Journal 43
(Qctober 1972): 14-18. N -

Composed of a number of thumbnail sketches of staff deyelopment problems and pro-
grams. Contents include. “EPDA at a Community College David M. Sims and Glen
. Bouhds; “Friorities for Training Minority Staff,” Howard Simmons, ~“Orienting
Staff to College Goals,” Virginia Keshan, “Training on the Multi-Coliege District,” R. Jay
LeCroy, "Knowing the Student and the College,” Wallace F. Cohen, “T raining on a Junipr
College Campus,” Peter-D. Psiham. and “EPDA at the University of lowa,” Duane-D.
Andevson.

-
14

Tiemann, E. F. Director's;Evaluation Report. Higher Education Media Institute the Univer-
sitv of Texas at Austin, June 2-July 11, 1969. Austin. University of Texas, Visual Instruc-
tion Bureau, 1969. {ED 058 ¢03) . .

Repdrt on an institute for junior collego and lower division senior college teachers snd
. administrators, covering learning theories, graphics, media production, snd instruction
systems facilities design.

: * “

. ' ]
Urban Education Institute, Director's Report, 1970-71. Pasadena, Caldf.. Pasadens City Col-
lege, 1971. (ED 077.912) )
Report on thk Urban Education Institute designed to provide part-time in-service educs-
tion for community college personnel with the objectives of making them more sware and
responsive to the needs of students from deprived backgrounds.

Wetzler, Wilson. "A Breakthrough for Faculty and rrogram Development. Jumor College
Journal 40 (Juna—Julv 1970): i3-15, \7 -

244 ; .
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Reports on eerly prpz;r'ec; in ?aculty and program development in Florida, after the passage
of -legisiation to assign 3 percent of the totsl community college budget to those purposes.
Presents the b?\ilosophy, outline, and procedures for imptementing a dsvelopment plan

" that evolved out of a conference of the Florida Association of Junior Colleges whose pur-
pose wes to give subst;antive diraction for profitable use of the funds.

¥iison, Richard E. Anatomy of @ Workshop for In-Service Education Fersonnel. Washington,
. D.C.7 New institutions Project of the American Association of Community and Junior
Colleges, {n. d.] Mimeographed.,

Summarizes the substance of an AAJC New Institutions Project Workshop for In-Service
Education Personnel dealing with the development, trends, and status of commumw coi-
leges, the facilitation of student learning, the process of effecting change as the purpose of
in-service education programs, tachniques usable in the presentation of in-service programs,
‘the relationship OF in-service programs to the objectives and functions of commuypnity col-
leges, the dwelopment of a made! in-sarvice program, and the evaluation of in- seMce pro-

grams.
¥

. "Staff Development: An Urgent Pnonty " Commumty and Junior Collcge Jour-

nal 43 (June—JuIV 1973): 68-69 ~

Chiafly. concerned with staff confusion and serious disagreements over the goals and pur-
poses of the community college. Views comprzhensive, continuing staff develdpment as
the soluﬂon of those crippling differences of opinion. Suggests AACJC can provide signifi-
cant assistance in making in-service educatlon a better and more cornmon practice.

Yamngton Ro: Educational @pportunity for All. New Smff for New Students. Repurt
of the 1973 Assc bly of the American Association of Community and Jumior Colleges.
Washington, D, C.. American Assaciation of Community and Junior Colleges, 1974,

Contains addressas by lasders in the field of in-sgrvicepducation that consider present staff
development issues, problems, programs, and progress. Contents include “A Futuristic
Look at Training,” Willism A. McClelland and David S. Bushnell; “'Staff Davelopment. A

?  Priority on'Persons,” Terry O’Banion, “Governmental Actions Affecting Staff Develop-
ment,” Louis W. Bender,”’College Environment as a Determinant in Staff Development,”
Charles C. Collins, 'Differenuagmg Staffing Patterns and Potentials,” -Ervin Harlacher and
Eleanor Robarts; “Work Experience as 8 Meaps of Preparation and Renewal,” Arden L.
Pratt, “Staff Development. A New Promise to the New Student,” Connie Sutten, “Staffing
to Meset the Needs of Spanish-Speaking Students,” Alfredo G. de los Santos, Jr., “Native
American Staff A Prerequssita to.Successful Indian Education,” P. E. Azure, "Developing
Special Teaching Degrees,” Arthur M. Eastman, and " “A Role for the Disciptine Qrganiza-
tions,” Mnchaal F. Shugrue.

. “Facing the Critical Issues.’” Community and Junior CoIIege Journal 44 {Novem-
1973) 8-9,

Review of some of the major issues facing staff development. Stresses .the need for more
agréement on what it is, who it is for, who should do what, how it should be done, and

who should pay for it. -
.
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COMMUNITY COLLEGE STAFF DEVELOPMENT PROGRAMS

4
.

This section of the proceedings includes a number of reports on the
staff development plans at their respective colleges submitted by participants. The
reports indicate a high level of interest in staff development in the fifty-plus
colleges from across the country- which were represented at this conference. Also
‘ewdent is the variefy of programs in Varlous stages of development.

Partaclpants generally support the fo'llowmg statements regarding staff
deveiopment:

1. An educational development officer or some one person or team
should- be charged with the overall responsnblhty for staff develop-

ment. - . - N -

2. All elements of the co!lege staff should be involved in plannlng, im-
plementing, and evaluatinga staff development program.

3, Staff development programs should receive a high priority among
college programs as evidenced by fiscal, facility, time, personne), and
~psychological support. " 4 \
4. Staff deveio'prr;ent programs should be broad enough to provide op-
pottunities for renewal Y’ individua! staff members according to
identified needs.

5. Evaluation of staff renewal activities should be used internally to re-
vise and imprové the effectiveness of ongoing programs.

~ H ] *

Walter E. Hunter




M Assinboine Community College

J

* Brandon, Manitoba

Assinboine Community College in Manitoba is in the plsnning and designing stage
of its staff dev‘elopmmtiprogmm. The plans, as recently 2pproved, involve these recommenda-

\§0n5§

1. It is recommended that a staff development committee be establishad at eech
campus. The commitiees would perform a variety of functions such as:. {1) ad-
visingand recommending about staff development systems and spproaches, (2)
serving as an-sppeal ' for those employees wishing recourse to administra-
tive decisions on steff development, and (3) genecally represanting staff interests
in the staff development process. ¥

f 2. It is-further.recommended that an advisory committee, consisting of representa-
tives from sech college committee, . work with the personnel administrator on
statf development. This cominittee would contern itself with: (1) meking overall

' recommendations on policies and procedures pertaining to staff development,

. (2} playing a.major role in assessing the performance and results of tha college’s
staff development program, and (3) becoming e continuing task force on staff

. development in the community college, .

.

‘Some of the advantages of this program seem to be as follows:
s . 1. Promotes tc{al involvemant by having employees participate
2, Promotes and encourages discussidn between supervisors and staff
3. Assists in the development of better employea data
4.. Facilitates the devalopment of in-house programs *
) 5. identifies common needs n:ore readily

s . + ‘Hal G Pallister - .
s ! ' . Educational Devélopment Officer

Bay de Noc Community College
. Escanpbs, Michigan 49829

Bay de Noc Community College for the past thres years has participated in the
North Border Consortia under a Title [11 grant from the old PWD! program. The six smali, re-
mote institutions involved range i.. size from 300 to 900 students. Participation in biannuat
workshops has been most beneficiel. Only faculty or counselors are parmitted to attend.

In addition to funding workshops, the grant monies have provided travel expenses
for personnei, including administrators, which have proved to be most valuable. Detaied re-
ports have heen filed by each traveler, with suggestions for implementing plans garnered {rom
the trips. Money has also been ailotted for such items as softwars for individual faculty or for
the entire college. »

. Twice yearly, consultants have been brought to the campus thtough Title (1} funds.
These consultants have worked with tha statf on both an individual and group basts.

‘ BiIIBh‘tt
W . ~ . Academic Dean
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Dnvldoon County Community Coﬂm \ .‘ T
Laxington, North Caroline 27202 \ . !

- Listad belpw are 10 major elements of tho staff development program at Davidson
County Community College. \\ ;
1. The statf is salected for high inltisl qu.ﬁﬁmions: % .
a. Ali have st [sast a master's degres appropriate to teahing assignments. .
b. Forty parcent have 3t least one year of guduutt study.beyond the master’s degrea.
c. Fiftesn percent have Ph.D. degrees. Also, thn dean-o \nmrumon and associage dean

for college transfer division héld Ph.D.s and do sonie.te mg
d. Ali have some gmduatt study credits beyond the master’s

The staff is mcourag-d o continue their professional develor\ent through addn""'as

.

2

b

gradunte studios .

2. By providing sebbatical leaves every third summer

b. By'arranging their teaching schedule when possible to allow them to take a graduate
course at any time in nesrby graduate schools -

¢. By supporting visits to recagnized self-instructional (or “open ended”) laboratories

3. The staff is further encoursged toward centinuing professional and instructional materials

" development by supporting their sttendance at professional meetings and at\yvorxshops on
new teaching techniques and media preparation and by, provudmg media specialists, tibrary
materials, student teacher zides, np -student laboratory assistants.

4. The collegs has obmnéd seversl grants to-compensate teachers with reieased dime and
extra pay for preparation of self- instructional materials to wid their students. ¢

§. The college provides an lbundtnce of audio-tutorial and sudio-yisuat materials to aid the
instructors. R .- N
The coliege spends much time and effort in developing procedures fo« tescher evaluation
and teacher compensation.

7. The administration has encouraged the orgamzatton and |mplemenut|on of a faculty forum
and senate which is reprasented on the administrative council. Atl sctions of the council
relating to academic matters are passed on to the senate for approval before final |mplo;/

-

o

mentation. Through the senate, the insfructional staff is gaven a voice in offering construc
tive criticism. | .

8. The college requires cach instructor to submit up-to-date course outlines which mc,lude
terminal objectms - -
.

9. The prévision of adequate clerical perso;nnel to help type and duplicate.instyuctional ma PY

terials prepared by faculty is an essential element of the program.  * 1] ¢ -,
10. The college. has purchased commercial audio-tutorial materals for those iristructors who
want te use them in"“‘guided studies’ (remedial) courses. .
i3 . .
. - W. G. Sink *
* Associate Dean

e

Q . . .
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Delavware County COm:nunlty Coum .
Midia, Pennsylvania’ 19063 .

- - i, . _‘
The staff devalopment program at Deiaware County Community College has a fund:
ing ceiling of about $50,000 annually,aithough the full amountis seldem oxpended. Goals are
mostly short-range end ad hoc, due fo the fact that no group or indrvidual has assumed re-
1sponsibility -for. long-rangé planning.
Funding is allocated as follows:

v

' - 1. Each of the 75 full-time-faculty is entitied to reimbursement. of tuition for
graduate study up to six credits each yesr at the rats of $55/credit.

2. Releassd time totaling about $20,000 is provided annually, mainly to develop
materials that support instructional effcctivoness

37 Each of the three academic divisions (each has about 25 facuity) has a travel
budget of sbout $2,000 snnually. Priority in the Communications and Humani:
ties Division, for example, is to support traval to community colleges using audio-
tutorial instruction and to institutions with significant commumtv ssrvice pro-
grams in music, théatre, and art.

4. Workshops are held twice each semester. Much of the workshop time isspent cn
a profile of press. 'y enrolied and prospactive students, and in revising goals for
courses. Resolifcs peakers sre often usad. This coming semester, for instance,
the Communicatics and Humanitigs Division will have 2 resourcs person for
black English, since an increasing number of our students are black-and many
black students in the past have had difficulty with our traditional English
courses, - 4

5. Division mestings and administrative councils sre used to exchango information
about varigus instructional technigues, such as group discus.ion methods-in
teaching, and administrative techniques, such as management by cbjectives.

.

John Halligan, Chairman )
Communications & Humanities Division

3

El Paso Community Callege

*

El Paso, Texas 79904

. Plans for tha sta?? development program at Et Paso Community Cotlege for 1974-76
v include the following: .

1. An-EDO team hss been formed and a meeting has been scheduled to provide input into
plans for staff development. The team is representauve of al! the statf and facuity.

2. Plans for faculty dwolopmem days, required by terms of tho.contract, have bsen made
that include preservice trmining for the newly hired faaulty and ivservice for both new and
murning flculty prior to the beginning of each sémester and ooam &t mid-semester.

3. Graduate and postqnduata courses will be offered through :hu Unwersity of Texas at Ed
Paso for the staff end. facuity for the first time this fall. Two courses each semester, fali
and spring, wiil be offered as well as an in-service, job-related practicum next summer,

one of the emphases will be human potential, enother, sharing oxpesiences with members
of our own staff as consiigants,

(IR ‘
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£l Paso Community College {cont.) 1 k]

. -

6. Approximetely 20 to 30 fuil-time instructors will be granted from three to nine hours of
' releasad time this fall and next spring for materials. production. This opportunity s
provided through a gesnt from: the Fund for the Improvement of Postsecondery Educstion
and is designed t0 mest a specific goal and cbjectives that reflect cartain aspects of the EJ
Paso community and the coliege student body. \(Thls is the sscond yur of a throeyesr

. period providing this opportunity.) ’:

8. For the third yesr in a row, the collsge will provide Spanish langusge training on two levels,

v 7. For manasgement, the college will be continuing to provide seminars as it moves.into the
- second yea of a management-by-objactives systam.

8. Each month, the collage will be bringing in an instructor-consultant in designated areas to
work with the faculty in the design of materials and the implementation of innovative
mothodolog:es on a small- group, dlsclplme-related voluntary basis.

9. Each month, the coll®ve-will bnng in speakcrs and/or consultants in bilingual,bicuitural
+ education. The presenitations ara open to members of the community. |

10. Tha college will provide training experiences for personnel who want to upgrade their
skills for latera} or vertics! moves within the institution.

11. The college will provide cpportunities for the staff to attend offcampus conferences, otc.,
and to visit programs of interest to them. .

. ".}i . Margaret Hadddd

Educational Development Officer

.
a

Gmnfkld'(:ommunlty College
Greenfleld, Massachusstts 01301 A .

At the present time, Greenfield Community College doss not have a clearly.defined
staff development pre gram. Thére are, howaver, facets of a potentiel prograr® which ara cur-
rently Impomnt parts of the dally operation of the conege Several of these are i;sted bclow

1. Academic Advising. At Greenfield Qommunlty College, academic advising ls
performed by the entire faculty. This dictates thut each faculty member be con-
stantly epprised of changas in advasggg procedures, in-house curriculum, evolu
, tion and degree requirements, snd transfer institution degree requirements. In
the past, fscuity wWerkshops have played an important part in the reiay of the
‘above information.

2. Curriculurn Developriient. A three week January interim period enables faculty
members to expetiment with curriculum design and instructional techniques.
This provides an opportunity to dévelop curriculum in their areas of academic

* tralning in the classical sense and also 1c expenment in areas of avocational ex-
pertise if they so desire. M

A 3 Faculty Committee for Developmental Evaluation A committes :nsfituted
by and comprised of faculty members has the express purpose of providing in-
put for the improvement of teaching through a process of both studant and peer

. \ . ] 145
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Greentield Community Coilege {cont,)

svalustion. Involvament is on a voluntary basis,.and the resuits are held con-
fidential unless reiessed by written,consent of the person being evaluated.

. Profestional Development. An agreement within-the Commonwealth provides
that faculty members from GCC are provided the opportunity of taking ex-
tended coursswork st the University of Mnmchusotts and/or stm colisge cam-
pusss on a tuition-free bom .

«

Toby B. Sutton
Assistant to Dean of Faculty

-
» L .

Kellogs Community College
Battie Craek, Michigen 49015

» 1

. .
M

. Tha staff deveiopment progrem centers around personai and professional improve-

maent within a framework of institutional nseds. The four primary stepsin the program include.

« 1. Defining the institutional needs (gosls) in terms of sducational tasks
The administrative council, contisting of depertment chairpersons, deans,
vice-presidents, and the pres»dem. determine short-range {one yea) and long- |
n?m oollls for the organization. This process represents input from staff gnd ad-
ministration. -

2. Defining the skilis naeded to fultill the identified needs
Individua depertments and divisions define the specific skilis and tasks neces-
sary-10 mest the institutional nnds {poals). This is done by department chair-
_ persons with thelr respective statfs,

3. Assessing the present skill level of our staff in light of the institutional. needs
The present Tevel of staff skills is determinad primarily through evaluation by
department chairpersons, student evaluation, end elf-evalustion by staff.

4. Dasigning in-service experiences which provide staff with skills necessary to
. meet institutiona! needs
. Tha cesign of inservice programs is accomplished by a planning committee
consisting ‘of adminfstration and Instructional staff who process the dst pro-
vided in. the previous steps. In-service is provided by s veriety of mathods
1. Tuition Incentives {includes books end sxpenses)
2 Performancs contracting for instructional devslopment
3. Consuiting
: Spaciat workshops centered atound specific needs
). Graduate coursds presented on campus

1
. Frank Croo.
N Direclorof lnnmct!ormlDesiyr ;

i

L
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Laks Michigan College

Benton Hacbor, Michigsn 49022 o
L]

v

-

The current staff devalopmcm program of Laka Michigaa Collegs has thn fol!owmg
provisions:

4. Provides memberships in {and memura regardmg) vatious prufessional orgamza .

i
tions z r9 ] )

146



14 B

' Like Michigen College {cont.) N -

9.

10.

8 Supports attendence at stats and national confmnces and workshops
. Sponsars In-service workshops such s. orientation to the college and_ta the

year's program, scheduls, and organization {September 1974), four sessions on
four genarsl topics (January 1975), atiministrative workshops on management
techniques .(January to "larch 1975), and staff development workshop for ad-
ministrators {April 1975)

Sponsors visits to othef campuses , , -
Schedules special‘speakers

t =

.Encourages staff-developed grant roposals
R Encourages depanment -developed new techniques and orgamzational patterns

in consultation wnh deans .

Establishes |nsmutlonal ad hoc committess to study and recommend spacific
areas of development, such &s alternative time modules and developmental {re-

- medial) studies programs

Established an instructional advisory committee composed of .faculty and -
structional administration to advise and recommend on matters in mstructlon.

An institutional self study steering commuttes was established. This.cornmittee s
comprised totally of faculty members

it is desirable for the staff development program at Lake Mnch.gan Coiiega to move

toward inclusion of the-following items In the nesr future: .

- 1.
T2

3
ot

4,
5.
6

1

.

A coordinator of staff development to provide leadership for the program

A con.mittee to assess needs, establish alternative programs, and suggest ailoca:
tion of funds N

.

. Initially, use of outsida consultants to stimulate and inform_fha staff

Cantinuation of scheduled visits 10 other colleges

A method for periodfc meetings of facuity to share experiences
. Incentives for participation in the program

»

. Richard Creal )

-
A

Lsehigh County Community College

Schmcksvillc, Pennsylvania 18078 ‘

.

Areas of activity in the Lehigh County Communsty College staff development pro-

gram are as follows: i

N Administration. Using the resources of Penn State's Center for Higher Education

(spec:fxcally Or. James Hammons of the Center staffl, we are conducting sessions on manage-

Q

ERIC

| .
.

¢ ment by cbjectives, we plan 16 implament a dry run for the president s staff by September
and one for middle management by January. '

Faculty. The faculty is exposed to one national personality each year for the pur-
pose of bringing nkw ideas on campus. A numbar of faculty serve on 8 task force which ar
ranges two faculty development days per year.
fundsdo encourage faculty development projects on an sndividuai or smati gmup basis in
addition to programs for the entire faculty.

This year, the task force w.ll have some

. o -
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 Lehigh County Community College {cont.) .

. Classified Staff. The s;creurul and maintenance personnal are gven an orisntation
to the college’s phitosophy in general and Luhugh County in plfttca.ar Smnons are.being,
plynfwd for, !mprowmcnt of job skills, .

-Robert L. Barthlow .
Vice-President foeradem(c A[ﬁws

. * Lord Faiti:x (:ommunlty Colisge .
. Msdamm, Virginis 22645 .

The lmpl;momed faculty/staff dcvalopment program-at Lord Farrfax Community
~  Collage includés the fo!!ow(ng slemants: | . .

. 1..Gmeral Pur workshops or seminars ara conducted for faculty and statf by
- . donsuitants. Pastxtopics have included “Instructionsl Systams Approach and
: Seif-Instructiona! Design” {Rita Johnson); “Contemporary. Commutiity Collsge
Trends' (James Wattenbarger), “Educstionat Technology Applications’ (Gabriel
Oftesh}; ' Managemant by Objectives: Modelsmd Applications” (Jay Chronistar).

Special Pu workshops, inors, and conferences are sponsored by the
dir'am'a afgmuniw Collage System for the facuity, the administration, and the
student services and clmssifisd staff par:onna! Alloatnons are made for traval,
v lodging,” meals, and fees.
3. Graduata Courses in Higher Education from Virginia Tech and the University of
Vlma‘nla have been offersd on our campus during the past two years.
4 P rofealom! Davelopmant Matcrlals mostly auto-instructional, have been fn~
stalled in-the" lum.:ng center for facuity use. The majority of thase are muiti-
medla packlw aimed at developing the symms approach to instruction.
§. An Instructional Development Clinic wes estebllshed during the 1973-74 aca-
demic year. Essentially, this voluntary, clinical-approach to instrucnona! prob-
. ~lem solving provides participants with the opportunity to give snd receive help
. 61 the.plarining, design, implementation, assessment, and revision of college
i courses based upon scticn ressarch. Thd clinic has alre:dy served many faculty
training neads. .

A facuity/staff development steering commisttee was recently established. The com-
mittes ncludes reprasentsatives of full-time and adjunct teac®  _ “sc'ty, middle-level adminis-
trators and supervisars, and student services, lesraing . ssuurces, and staff personniel. The com-
mittse will produce and coordinate the smplementation of & comprehensive faculty/steff de-
velopment program for the college. The college will seek to systematically mlérovo its program
through reordenng its priorities, program practices, snd bases for resource allocations for
facility Jevelopment during 1974-75,

N - .
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U Harold G. McMullen , :
Dean of Instruction
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Mohawk Coliege of Applied Arts and Tochnolow
Hemilton, Ontaﬁo '

-

¢ The Mohawk College of Applied Arts has a staff davelopmant praogram consisting of

{1} » three-phase program for new faculty, and (2) a two-part program for all facu .y as cut:
fined below:

1. Program for New Faculty

_a. Presarvice. Two to-three-weeks of instruction, discussion, seminars, etc., regerding
postsecondary education, educstional processss, technigues,-and. teachar-student rela-

tionships; severs! practice classroom presentations, and an crientation to tha couege
community.

b. In-Service. One’half-day session per month for the first two years asafazulty mcmber.
Thesa sessions dea! with a variety of “topics ralevant 1o tesching and learning, such as
gradmg, motivation, testing, use of discussion groups, case studies, etc.

c. Faculty Development Report. A report describing a pieca of original research in educa

tion, anadaptation of other resaarchto teachingor a new u.;trucnonal technique orothcr
ecducational approach.

2. Program for All Instructors

‘a. Spring Program. A spring program of spproximataly 12 distinct activities is offered each
year to tha college feculty. Included are seminars, workshops, lectures, and short

courses on a variety of topics refated to the tmprovement of the educational process in
tha coliege.

b. Specially Scheduled Events. Special events and guest speakers are occasionzlly sched-
uled on topics of college-wide interest cn, for example, such themes as **Behaviorism in
Education’” and “The Systems Approach to Learning.” (In addition, all mambers of
the faculty are encouraged to participata in those activities dasigned for ngw instructors.)

The college s professionsl development progrem 13 planned and executedby a cdme
mittes of faculty representatives chaired by the diractor of educational services. Each faculty
representative to this committee serves 2s a coordinator for his dision and is availsbie for
individual sssistance to his colleagues on request.

Responsibility for staff development for edmmlstratlva, clerical,and other nonteach.
ing personnel resides with the college’s persanne} depanment No formal program exists in this
ares, but occasionsl presentations are made on such top;cs as ' Management Responsibihities
under a Union Contract,” “Issues and Probfems in Collega Finsncing,"” etc,

Preston S. Merrill
P . Direcior of Educational Services

s s

Montgomery County Community College . -
Blue Bell, Pennsylvania 19422 <

-

During the past year the faculty development program at.Montgomery County Com-
munity College has consisted of faculty aid for course work ang,seminars, funds for facuity
travel, coufsa raductions for Institutional research, an on-campus graduste course sponsorad

) by Pqnn Stete wt which doals with two year collegesl fa\eulty anddepa: tmental seminars to discuss
’ * N —/ ‘t -
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Montgosmery County Community Collesge (cont.)

altarnatwe courses and teaching mothods, and facuity meetings caiied to share findings from
institutional research studies.

In preparing for a visit by the Middle States Accreditation Association for fal
1974 a decision was made to focus on seaing strengths and weaknesses as clearty as possibte,

"had never done this type of work, e. g., "a faculty meigber from the Enghish Department who
previously had nc jnterest in research agreed 16 do a follow-up on 'Birely Admissuble Students

“waisT " How wall a7e we doing.v/hat we say we are doing?",
S In many cases, as anticipated, those studies have not been sophisticated, however,
they have been discussed by the researchers in faculty meetings caited for this purpose, and at
length in informal sessions it is noteworthy that faculty members, especiaily thosa directly
involved in research projects, ‘continue dnsc\;sscon on the outcomies of these studies ayen 8t
» social functions. .
~ Several formal sessions led by faculty at the colieg® and outside guests were held to
- discuss ways of improving the learning climate. Myriad ideas have been ganerated by thase
mestings, some of which have already been implemented, e. g., achange in grading systém, a
core of courses in general education, alternative cousses and teaching,methods, and changes in
curriculum requirements Other ideas are being evaluated by eppropnate committees with an-
ticipated implementation. . .

springboard for faculty development has proved fa: more successfus than the so-called orienta-
tion weeks.

»

Emory E. Holland
Dean of Academic Affairs

Mount Aloysius Junior bollm .
Cresson, Pennsylvania 16630
N p

Staff development at thg college historically has been conducted on an individusl,
ad hoc basis. Founded by, the Religious Sisters of Mercy in 1938 and staffed (80%! by them
until the early 1960s, the college simply provided educationai experiences, usually at other in-
; - “ stitutions of higher iesrning, as the need and occasion arose.

With the influx of Iay faculty during the 1970s the same policies were continued—
faculty Were sent for courses, workshops, and confelences as each individual, or chairperson,
.or dean saw a need With the budget crunch of the early 1970s, st'beceme aimost impossible
to fund such travel and educational expenses. As a result, for the iast three years fail faculty
orientation programs have been held for new and returming faculty. At the fall workshop are-
turning faculty member is assigned ta eﬁch new facuity member to serve as a mantor through-
out the year.

. "to those needs, During the past two years, workshops have been heid on motvation theory,,
! test construction, rmodulas caléndar, sudio visuai machines and techniques, behavioral objec-
tives, and teachmg technigques. Update workshops have been conducted for the sgcretarial
staff, and alf employees may take at least _one course of thair choosing at the cotiege each

— " -

- ]
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8nd to uss information gainad to plan for change A decision was made t0 involvs facuity who ~

For Montgomery County Community College, the'use of tnstltutlonal research 8s 8

Faculty needs ara surveyed then programs and werkshops are scheduled in resgonse

at Montgomery ngnty Community Toilege.” A fundamantqlAquesuomalsed‘m the studies. -

Y
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-Mount Aloysius Junjor Collegs {cont.} -

semester at no tuition cost. For the last three semesters, the coliege has had one in-sarvice
workshop each semester for instructors in the Criminology Department.

Al of the'programs mentioned have been ad hoc, 1. e., primarily addressing needs
as perceived by inUividusls or small groups 85 determined to some extent by the survays.

With the changing face of education at the college (more tocal students, more stu-
dents who are older, rore part time students, more low-achlevers), faqulty feel a need more
than ever for halp in aress ranging from philosophical resffirmation through remedial tech-
niques-to newer-teaching sttategies. To meat these-most evident-needs, facuity- development
has been assigned as a matter of chief priority to the faculty affairs committee which is plan-

ning-to conduct & more-intensive survey of needs. Al members qf the coltege staff will be..

surveyed to datermine what they perceive individual and institutional nesds to ba.

Tha.charge to the committee is to design a thorough plan for ongaing devaloprasnt.
It has alresdy been established through a’combined process of statf survey and committee de-
cision that the fal! 1374 orientat’on workshop will deal with the question of value clarification.
A professional team' hus been idertified through faculty recommendstion to conduct soveral

sessions in group dynamics. . N
rd
& James M. Sulony
. &. ’ A
- L) -
The Northeast. Mislmppi Junior Collogo : ) .

Boonsvilla, Maisippl 38829

Following are the major elements of the staff development program at The North-
east Mississippi Junior Colidge:

v Q‘I IN SERVICE WORKSHOPS are conducted mainly on departments! levels. Demonstrations

of wﬂdﬂﬂﬂ techniques are given by state-department.of-education employees and experts
from area schools. colleges, and univarsities. For example, & consultant from Clemson
University, South Carolna demonstrated and lectured on the sudio-tutor ai system of teach-
ing, and a. state-department of education consultant lectured on the individuahzed nstruc-
tional concept in the vocational division,  « -, e

2. VISITING CONSULTANTS are employed to work with the- faculty [Recently, Dr. Ralph
Kigkman, Professor of Education and editos of the Peabody Journal, George Peabody Col-
lege for Teachars, Nashville, Tennessce, _tdlked with the entire faculty about 'The Role and
Scopé of the-Community College.”

' 3 GUEST SPEAKERS are often scheduled to speak to the entire faculty. For example,

ERIC
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George McLean, publisher of the Daily Journal, Tupele, Mississipm, and former professor
of English at Southwestem Memphis, Tannesae. spoke on the desired end resuit of & col-
lepe education. <

4. GRADUATE COURSES are made available on campus by bnngmg i visiting professors
from state universities. G

5. TUITION FOR ADVANCED STUDY for the faculty-and staff is funded by the college.

\ 6. CONFEREYCLS, seminars, workshops, and convention eapenses (travel, registration fees,

etc.) arem!}aed for faculty and staff who wish to sttend.

oo ' ) : .
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" The Northesst Missibeiopi Junior College (cont.}

7. A PROFESSIONAL LIBRARY of up-to—date edun!tonalébooks and penodlmls is
m'ﬂuln‘d . T
Joe M. Childers -
Dean and Administrative Assistant

. L 3
.
1 [y . “ e ‘

e e e e e

Northern V‘minh Community Coliege , !
Am\omhlo Virginia  .22003 ¢ +

- . T

Theprofassional development program of Northern Virginig, Community College applies to
all collage personnel. The program is designed to meet six broad categories of neads:

Subject content in tuchlng fields: to increase what the md:vidunl knows snd how
Much_ -
Instructional methods snd concepts: to increase_the individusl's proficiency in
mnsferrin? what he knows to others .
Technical support skills: to improve proficiency in operaticn of squipment and
facilities and in other technical, nonacademic skills
Administrstion and management: to increasp’proficiency in admm;stmwl opers-
tions and in nfﬁcient planning for and utilization of manpovser, money, andsnmilar
resources_ - .
Local feﬂuremant to prowde forsuch needs as local onanmion, community rele.
tions, familiarity with collega philosophy “nd goals
Personal development: to provide educstion, training, or other activities which may
notbe directly job»related but which may benefit the development of the mdmdull
a5 & person

To Implegpent the program, each campus has designated 8 campus progrsm coor
dupnor who is r nsrble to the provost. Each of the operating elements of the campus
(academic divisions, learning resource center, student development, continuing #ducation,
and business office) has s coordigator for that unit’s program. In most cases, the coordinator
is the division chairperson or elem®nt head. These form an advisory group on campus, chaired
by the campus coordinstor, for the purpose of monitoring the campus pregeam which includes
the following:

1. Annua! plaaning '(needs, resources, availabilities, budgeting, priorities)

2. Obtaining and disseminating information !

3. Making arrangements for specific program activities -

4. Continuous svaluation of the program sad its elements

The college swaff unit is coordinated by the dean for instructional services who also
serves as chairperson of the college wide professional development committee. The basic
operating principle is that each unit surveys its needs, determines resources and priorities,

. and drafts & program. Program elements which are common to severs! divisions or which are

beyond the division capability, will be considered for action et the campus level. Thoss which
are common to several campuses or beyond campus resources will be forwarded for considera:

L]

' tion-at the collega-level. At this time {June 1974}, the program has not proceeded beyond &

* survey of needs. Based on this survey, it is antmpawfd'i that the imitial co‘lege thrust of the
N 152 . ~
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Northemn Vitg'inia Community Coliege {cont.) N P /

1974-75 program will be instructions! Measurement and evaluation, with some additional
affort in the sres of nstructional design in specific subjects and disciplines, computer, data
processing concepts-and tachniques, modutes of informaticn for campus/coliegs wiiontatiun
that will be designed and mediated, and several college unit-based prom'amz

. e . , A
i Jean Netherton (r :
. . . . Dean for Instructional Services
e - . -
Oceen County Collsge T . .

Toms River, New 'Jom'y 08753

Ocean County Collm recently began planning for a long-term coordinated staff
development program. Below are s few of the initisl :daas pmmscd &8s componants of the
progrom: .

1 The Establishment of a Professioml Development Center Thecenter will consist
of a suite of roomgs coptaining office ares for the educational development spe-
cialist, a reading room containing professional development print and nonprint,
materials waulablo for staff use in the reeding room or on a checkout basis, ang
a conference room for use in conjunction with the staff development program.

2 Regular Survays "of the Professionat Suff. Survays will be mada periodically g0
“axcartain relevant staff developraent tapics. ,

3. Group Seminars intended for. Selected Audiences. Sesnons for selected staff
would include. s training seminar Jor new ad;ungt faculty tacking formal teacher
training, a faculty evaluation workshop directed at those who evaluate faculty,
an MBO {Management-by-Objectives) workshop for intermediate-leve! adminis-
trative staff, and a session on the preparation of summer snnovative fetlowship

proposals. N
4. A Series of Presentations. General topics of, interest regarding mstructional de
. velopment.wiii be scnedu!edu neods are odantmed PR
Y4 B A Semester- Lu Course. A coum on systematic instruction will bo offered at
the depdrtmental Tevel. .

it has been recornmended that the coliage {1} Lonsider making mnuvative fenuwships svanabie
during the fall and spring semesters and (2} «nvesygate possible mc.cnttva techngques with 1o
gord to the staff devslopment program.

. James J. McGinty
Educational DevelopmentSpegialist

. < .
Pasadena City Colloge

Pssadenas, Califérnia 91106 -

The staff development program at_Pasudena City College emphasizes ;ndividuahza
tion and utilizes area spacialists in «ts plan for facuity development as outhned beiow.
oo b ™~ -
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3
Pasadena City Collegs {cont.)

- aslc.Phnosgghy ~

. Staff Pamcugatlon Each program er profesnonal growth of the Pasadena City
College staff is established through staff participation durig imtistion and dsvelop-
ment of the program. .

. Individualized Programs. Rather than umbrolla-programs encompassing the entire
facuity, individualized programs that meet the needs of smail groups or individuals
_prevall.

P

Initiation and Implemeantation - % .

1 The-Professional Growth and Program Committes. A standing cormnmittee of the

B

faculty senate, called the Professional .Growth and Dev&lopment Committes, has

Initiated many of the staff devplopment actwities that now operate routinely. F re.”

Quentl\r, an activity once initiated s implemented through an ad hoc committee sat
" up by the faculty sanate. .

2 Educational Dwelopment Officer. Ad educational devalopment officer, who is &

Staff Development Programs Now in Qpsration

sgeclalsst in & specific learning &rea, has been employed to help update and develop
the cytriculum in that ona subject or learning area. The pitot program is in com-
muntcations. For two years, the EDO has worked in the Journalism Divigiog, hpiping
develop 8 careor sequence as sn addition to the thirty year-old transfer program.
"Enroliment went from 30 to 232 students. Staff incraased from two part-time to
four full-time faculty. In fall 1974, the EDO will wo,x with the Telecom Division.
Considaration is being given to hiring several EDGs who are specialists in the
seacific curricula needing developmant. -

. Diversified Facuity Meatings. Each semester, tha pr;sidentwpenntondant divides
the entire faculty into 20 small cros-scctionyl'dis'wsion groups and holds an hour-
long meeting with cach group to consider a cullegs wide problem, suish.as budget, o
to permit facuity to initiate discussion iters. .

. Teacher Evaluation. Teacher evaluation involves studant evaluation™{using the com:
puter), self-evaluation, peer avaluation, and administrative evaluation—al} designed
to improve teaching. All teachers are evaluated.

! Creative Instructicnsl Programs (CIP) A budget of $25000 annualiy funds the
creative instructional programs. The CIP is & fellowship program established to en-
courage and assist faculty members in the developmaent of jnnovative techniques of
instruction.

. Conference Attandanca. A mmimum of $25,000 is spent annually by faculty mem-.
bers to attend coenferences. Additional sums are available for unscheduled con-
forences. . .

. Faculty Participation i Curriculum Planfiing. Courss outlines, catalogdescriptions, o
course sequences, and other aoctivities necessary for curriculum planning are de.
veloped by those who teach in the classraom.

Planning Facilities and Ordering Equipmant Muppi:es. Planning for new buildings

and remolleling existing structures begin with the classtoorn teachsr. Likewise,
equipment and -supplies-arsordered by the classroom-teacher-and follow -an-estab- -
fished patters for implementation.

»
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(Pmdmg City College {cont.} N
L4
7. Advisory Committees. Community members participate actively on college-com-
munity advisory committees to hslp keep facuity members up-to-date when pian-
ning career programs. . a

2

8.. Adult Classes. Vihenevar a group of instructors wish to.ofganize & seminar on such
programs &s “Developing Instructional Medis” or “Improvement of Listening,”
they may do so as an adult class and will receive credit on the salary schadula.

9. Sabbatical Leave. Ssbbatical leaves are granted for professional study or travel 1o
4 parcent of the faculty at 76 pércent of the Tuil salary.

. .

?
10. Advancement on Salary Schedule. Teachers may advance on the saiary schedule
through formsl academic units or equivalent units earned.

) Esther R. Davis *
Educational Development Officer

4

{
Sharidan College of Applisd Arts and Technology ’
Oakvills, Ontario , ‘
. r —" " f04

The Sheridan College Board of Governors, recogmzmg that tHe quality of educe-
tion is depsndent upon the quality of the teaching staff, has established a fawlw develop-,
ment fund equal te one-half of one percent of the total instructiona! salsries budget esch
year, and this fund 15 administered by the Faculty Developrment Fund Commuttee. The com-
mittee consists of one electid representative from each division.

The above fund has been established to facilltate-faculty developmant through -
service training, conventions, inter coilege visits end for developmens: courses which are recog
nized as being of urimary significance-to the struction provided by & teacher. The fund s
available to full time teaching staff only. Applications for funding must be mado by the facuity
member, usually through the divisional chaiperson, to the committee. Examples of
amounts funded include. traveling expenses and fees to attend an educational center ot 1ake
a special cburse, up to a maximum of $300.,traveiing allowance for masters deiegatéd to con
ventiois that .nclude transportation costs pius a per diem of $40. The totai of transpor tation
and per diem expenditures not to excesd $300.

Mini Grants.  In addition to funding of activities mentioned previously, mini
grants are gwarded by the FDFC (Faculty Development Fund Commuttee) 1o provide monay
to the master (instructor] which might not ordinanity, be avadabie through the divisionai bud
Het. This money is to be used to expenment and to evolve programs which will increase the
efféctiveness of instruction n the classroom. It is the proposition of the mini grant program
that experimentation will promote sounder and more relevant decisions about teaching:
!oarmng arrangements than those deuisions which have been and are now based «poun tradition,

.hunch, and dogma . " ',

The apgplication for a8 mini grant should include a brief statement of the teaching-
learning problemls} to be attempied and Must contain sume indwation of huw the program
will be evaluated. It should also inchede the time nvolved and an G}Jpll)mmate cost. A brief
evaluation report is required ot the conclus:on of the program.

Examples of how mini grants may be used include. purchase of programmed in-
_Struction books for use mn a study cornpanng programmed to wiassroom tate_of iearnng,

speclai supphos. speakers, or films which are beyond normal divisional budgats, rentai of
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Sheridan College of Applied:Arts snd Technology {cont.) A

special equipment; typing and ressarch ssistance for development-of any new instructional .
technique; and development of.a program intd a self-directed learning program.
A capsuls view of the development activities at Sheridan College is as follows:

1. Orientation of Nev‘v\F.culty
4. Compuisory for all new full-time staﬁ‘
b. Two weeks in August
] .

2. First-Yoer Faculy o U e e — -
a. Contact with EDO (oduutuonol developmont officer) throughout the year
b. Individual study. (presantation to new staff) '

¢. Teacher Education—a one.week, in-depth program in June of first year

3. Guest Speaker Series i ,
a. Held of breakfast, dinner, or after schooi ‘ y
b. Scheduled throughout tha year
c. New'staff must attend soma’
d. Voluntary for the rest of the staff
e. Covers a range of topics

4. Workshop Series (spring)
a. « Topics bassd an staff needs
b. Voluntary sttendance , ‘ . \
c. Use own staff and guast resource persons

5. Educationa! Development Officer Services S
a. Serves ms a consultant on an individual or divisional basis. A mejor objectwe 15 that the
experience is low-risk and non threatening to the faéulty
b. Issues Methods and Media, amonthly publication for ali staff which covers a range of
educationsi topics and provides other current professional development information.
c. Encoursges each individual to accept the responsibility for his/her personal growth and
effectiveness, and to voluntarily consult with the educational development sarvices to
-work out an appropriate developmenta! program. -
d. Provides for #n exemption board to consider applicstions for exemption from in-service
prognms by new feculty msmbers who bring a  background that has adequately pre-
pared them for teaching in a College qf Applwd Aru and Technclogy..

4 Fred Wooiley and Jim Finlay
Educational Development Officers

.

Pitt Technical Instituta . -
Greenville, North Carolina 27034

.
*

The first formal in-sarvice. training program st Pitt Technical Institute was in June
1972, cohsisting of a three-day workshop to acquaint the faculty with methods of individualr
zing instruction. In July of that year, we joined with three other schools in a Title 1!l con-
sortium to further develop and implement the systsms approach to «8truction. At this time,
the position of educational development officer was Treated to provide the staff with in-
service training programs and-assistance In-improving instroction.

156
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Pitt Technical Institute {cont.)

The primary objective of the 1973-in-sarvice training program was for each feculty

mamber to select one of the courses that he taught and produce a completed course outline,
syliabus, or ssif-nstructions unit that mcorpornted the six components of the systems ap-
proach. Some of the topics covered were. developing courss outlings, writing behavioral ol’}
jectives, incorporating educational technology :nto learning activities, courss evaluation, and
£onstructing criterion-refereniced tests. Some of the sessions were conducted by the educa-
tional development officer, guest speakers from the State Deputment of Community Collsges
#nd othér educationsl institutions conducted other sessions. Atténdance at the sessions was
voluntdry,.but “'strongly urged” by the director of faculty. The attendance at tht sessions was
good, however, only a small percentage of the faculty actually met the objectives of the pro-
gram by producing a completed project. . . P

. To try to remedy this and to provide an lncentlve for more active partmpation
the administration has tentatively approved salary credit to faculty who choose to complete
these training programs beginning with the 1974- 75 academic year. Although specific details
have not been finalized, several alternatives are under-consideration. The most workable plan
seems to be that of equating in-servica credit hours with university credit hours in working
toward the different educstional levels {degree plus “x™ number of hours) on the salary
schedule. ., *

Since the faculty turnover rate is low and only two to five new staff members are

hired each yesr, there has been no format preservcca'éammg at this time. Each department

head orients his new staff. Howevetr, ali new staff are fequired to attend the pianned in service
training programs during their first year.

Lynda Wilms v
-Educational Development Officer

Largo, Maryland 20870. ~ :

{ N

In @ssence, the staff development learning system at Prince George s Community
College has met the following objectives:

1 To implement and institute effective means to determine s(udent interests, needs, and level
of academic skills.

The students in thes sense are the professional staff members of the cotlege. The diversity
of programs offered has been created through (dentification of needs by survey and the
perceptions of the committes sbout the educational priorities of the institution.

2. To develop an nstructional model tha. accommodates individual differences among stu
dents by providing a variety of ways to achieve an agreed on set of instructional objectives.

The ectectic nature.of the staff development program has effectively provided optnonaf
modes of learming for the participants. Lecture format, v\‘orkshops, eipenentaal learning,
and individual assistance have been utilized.

3. Involve academic facuity and othbr staff members of the coilegen a cooperative effortto

“improve the instructional process,
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Prince George’s Community College {cont.)

Perhaps no other learning system on campus, sccomplishes this. objective more than the
profiisions! development program. The interaction of faculty of ait disciplines as well 3s
administrators and other professional staff membars in the improvement program ed-
mirsbly illustrates the cooperative effort necessary for instruction.
4 Provide a significant degree of Instructional flexibility to make future growth and hmita-
i tions of space less traumatic to students and to faculty snd less inhibiting to the instruc-
T tional process.

The professional development program is integral in the examination-of flexible systems
for education. The program itself is 8 model fer dwersmed educatianatl processes which
make ‘optimal uss of avilable resources. . .

5 Provide instructional options for faculty, staff, and students who want to participate in
and cortribute to the academic program of the coliege putside of the traditional seif-con-
talned classroom.

The program provides a coordinating center for the' many noniraditionai expioratiohs of
the faculty and staff. It is an “sccrediting’ clearinghouse for innovation as well as &
stimulant for change. .

.

6. Make innovative mstrucuon more attractive to the facuity, the staff, end the students of
the collego. . ¢ e

Agam the major goat of the program is to accomplish just this. The exposure to a variety
of ideas has ‘a d:roct spinoff effect on the implementation of innovativa mstructxonal
strategies.

7 Provide alternative modas of professional growth and development.for facuity and staft as
an integral part of the leatning process at the community college.

By definition, tha professiona! development program provides aiternative modes for pro-
fessiona! growth The program has been developed to enhance the professiunal stature of
the community college, and it has been very successful in achieving this objective, |
. “* * -

In conclusion, the staff development “Isarning system™ 1s one of the most important
areas developed at Prince George’s Community College in tha last five years. The future ptans
for its expansion are evidance of Its growing crednblhtv and success.

Peter F. Burnham

Coordinator for Stqf/‘ Deyelopmcm

* Sault College
Sault, St. Marie, Ontario

Currently there are three areas of activity in the Sauit Coilege staff devaiopment

pFogram: . — .
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Sault College {cont.)
1. Inservice training over past years has been directed by one person who is re-
sponsible to the president. The format is as follows'
., &, Orientation—one week
b. Weekly sessions consisting of lectures, reszarch projects, and readings — 3

hours per week for 2 years.

2. The professional development committee has a chairperson {sn executive mem:
ber of the faculty association) #nd intsrested faculty members. The committee.
. has a budget which it administers. Activnios during tho past yeasr included
{a} on-campus seminars using local resources, {b) a graduate M.Ed. course, and \
{c) faculty attendance at conferances and workshops off campus. /\
al de-

3. The Chairperson of the Retraining Division has initiated his own profession
velopment program, the “Teacher Effsctiveness Training and Certification Pro-
gram,” through the Ontario Institute of Contifuing Education.

*

i
Gordon L. Stone
Facilitator

Shenango Valley Campus
Sharon, Penneylvania 16148 ’

-

- Staff devaiopment.at the Shensngo Va!la{«,Ca;n\pus presently consists of thé following.

. 1. Allocate l'portnon‘of the bu&'ge,t for travil, L.e., attendshce at professibnal mest:
+;Ings'ot a particular discipline. . . 'S L

2 SVC host tp the Penna. Assoc. of Two-Year Colleges’ annusl meeting. This year,
seversl facuity,pmicipsted by making @ presentation, and a large percentage of
our f-cult}mmn(*od the meeting.

— 3. The vice-president for undergraduste studies sponsored a two-day program on
“Thematjc and Integrated Stud:es at Behrend College” and a few SVC faculty at-
tonded M .

4. Eight or nine faculty members worked together to dWO!OD an interdisclplinary
course/ " The Future of Man."”

B. Five faculty, along with three administrations, a coungelor, and two students,
work d on & planning task force to guide the campus for the next five years.
- A educational consultant helped organize and guide the project
ommunity needs were surveyed
c. Efforts to identify new programs and new directions were made

6. Dr. Jarnes.O. Hammons, of Penn Stato's Center for Higher Education, presanted
a half-day workshop for faculty-and interested administrators on systems in-
struction. .

Wayne D. Laminie . .
Acting Assistant Director for-Resident.Instruction. . _ __

' . ' -
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Wast Virginia Northern Community Colfege
Wheeling, West Virginia 26003 -

In 1972 the West Virginia Board of Regents converted the two branch campuses of
West Libarty. State College, & four yesr liberal arts institution, to a dual campus community
colisge to serve the five counties of the, Northern Panhandia of West Virginia. In a state of
metamorphosis, West Virginia- Northern Community College wa3 chalienged to estabnsh its
- identity and mission & a community coliege.

) Externally, the continuing success.of tha transition isindicated by-a-176 parcent in-
-~ ¢reseTn studant enrofiment (1104, fall 1972, 3048, spring 1974), a wide range of courses; pro-
grams, and community services jointly sponsored with the community, the development and -
implementstion of eight nsw community initiated curricula, and the addition of a therd
campus. Internally, it is continually necessary for tha staff, primanity inherited frorm the four-
year environment, to undergo a metamorphusis which results in grester understanding of end
s more respansive services for our students.

. During the initisl year of growth, the college sponsored an in-servica program of
lecture/workshops which parmitted our staff to interact with nationa: consuitants on the re-
sponsibilities of the community college concept. Whils instisily valuabie, this format proved
inadequata to assist cur staff to meot the increasingly diverse ngeds of our students. Conss-
quently, a co!leco wide committes was cammissioned in January 1974, 10 formuiate a plan
for more res;sonsive staff development. .

Tha committes for staff development, composed of representatives of the support
staff, faculty, and instructional and-nonirstructional adminsstraton, began by reviewing the
current staff developmen. .terature and surveying the nesds of their constituant groups. in
addition, 15 community colteges In 11 stetes, as suggested by Raymond Schuitz and Terry
O’Banion, were surveyed with regard to their approaches to staff developmant. From January
to May 1974, committes discussion, reylew, and revision based on conege wide input deter- .
mined a plan for “continuous, cohosivao'an positive institutional/individual renewai.

. While WYNCC’s plan for staff development, sptly namad matamorphosis, will focus
on the college’s mission, it will emphasiza tho rola of the individual and his reisuionship to the
coliege Each member of the staff who is employed full time will develop a resuits-orianted
plan for professional growth and development, ,n cooperation with his ;mmediate Supervisor.
From thesa individua! plans, as wel as ganeral surveys of staff needs, tha college witi invest its

‘ resources to devalop the professions! skilis nd competencses of its staff.

In the fall of 1974, WYNCC will implament its first.coordinated, collega wide pro-
gram of staff development. The staff has axpressed nterest and enthusiasm, paiticuisrly-for
tha inservice phase of tha program. This format includes two weekend workshops on com-
munications and human relations for tha support staff, a thres-credit-hour course in educa-
tional mansgement at WYNCC for-administration, with possibla joint sponsorship by West
Virginia University, a series of workshops and short courses on  Madim in the Giassroom,
“Preparation of Learning Objectives,” and “"Computer Assisted instruction for she faculty,

. and a professional reading seminar on cuirept cummunity coilege deveiopments for an siaff, .
- . W Linda Snifith . .
: : . * . Assistant to-the President | -
) |
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: Wilson County Technical institute .
Wilson, North Cacolina 27883 h -

i
i

Staff development at Wilson County Technical Institute has, in the psst twa years
{1972-1974), been geared primanly toward in-sérvice training in the systems approach to in-
dividuaiized instruction. This has been done through outside consultants {about 26 percent of
—~— . the time) and through programs planned and conducted by the educationai development of

, ficers of the four schools participating in the Title 111 consortium for individualized instruction
et e ,m__aA_.prasenuce _workshop on the production of self-instructional materials is held
o snnually. In addition, a series of nine packages comprise the orientation program for new
facuity., This program, completely saif-instructional and individualized, is revised annuelly ard
1s )/mplemented via a “buddy” system. Packages include topics such as philosop‘l’gy'and*pur
posa of the system and of the institution, learning about the stat‘e, county, and campus, how
to fill out forms and reports, organizations! and operational procedures, statistical studert
profile, faculty advisory system, student personnel services, MBO, and a list of community
college terms and abbreviations.

A major problem has been that faculty have been able to sanss little, nf any, con-
tinuity in the program. Also, sessions have been poorly %heduled and faculty, therefore, hiye
almost no motivation to actively participate, although their attendance is mandatory Evalu
ation of the program's effectiveness (through interviews with each faculty member) has indi-
cated a high degres of dissatisfaction,
Adele J. Gray
Educdtional Development Officer

»
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- The conference was evaluated by the Center for, the Study of Higher
Edycation through use of an instrument consisting of a list of 24 opinion state
ments and 4 open-ended Questions. The evaluation form was designed to measure
and evaluate stx aspects of the conference. {1} adequacy of-preconference informa
tion, {2) clanty of thp rationale and objectives, {3) structure, (4) effectiveness of
conference leaders, (5} conference materials and activities, and (6) participants’

opinions regarding usefulness and relevance of the conference.
Items on the questionnaire related to each of these areas ar¢ included
but were scrambled as shown in Table 2. v _ ’

TABLE 2
] KEY TC EVALUATION QUESTIONNAIR?
Rslated item Numbui

. Aspect of Confersnce ‘

Preconference Information 1,12
Rstionala-Qbjectives . 2,23 - s

. Structure and Conduct of the Conference 3,9,11,20, 21
« Effectiveness of Conference Leaders 4,13,18
Conferance Matrials and Activities . 5,6,7,10, 24 :
Usefulness and Relevance ,  814151617,18,22 .
-
Particinants were asked to respond to the statements using the fol!ovy‘{ing
Likert-type scale: \ - { *

NA Not Applicable 4 Slightly Agree ;
Strongly Disagree 5 Agree /

1
@
2 Disagree 6+ Strongly Agree . / .
3 Slightly Disagree : / :
‘.. - //I
AREA 1 / Precenference Information I
< /
The 1tems in Table 3 examine the adequacy of preconference informa
tion. '
. ~ .
;
i
‘ f
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™~ T " TABLE3 |
ADEQUACY QF PRECONFERENCE INFORMATION

 STtem-# tom Mesn NA 1 2 3 & b 8
\ 1+ 1 received notice of tha conference in 56 1 0 O 2 1 16 26
’ ~ 7 sufficient time to make necassary ar-

‘  rangemerits in terms of logistics (i.e.,
travel, accdmmidations, arrengements
ot work, stc.) o . . v
L oJg2Y The conforonc9 brachure afid other in- 48 1 0 3 2 7 23 0
formation sent me by‘the confersnce . .
center answered any questions § had. . . L '

.,

1

N

AREA 1/ Clanty of Rationale and Objectwes Df the Conference
!
The follawing items reveal participants opinions regarding the clarity and
acceptability of conference objectives. .

r/\ o ‘ ’ ‘ ¥ ]
. ’ TABLE 4
) * CLARlTY AND ACCEPTABILITY'OF CONFERENC} OBJECTIVES
ftom # . from _ _Mun NA.-1 2 3 4 5 8
2 The abjectives of the confarence were 50 0 ©0 0 1 8 25 11
clesr-to me prior to the beglnnmg of '
the conference.
23  The toplcs splccted were appropriats, 50 O 0 0 2 9 21 13-
*T O .- -
/7 . “ ':‘\
1 ' 27
-AREA 11’/ Structure and Conduct of the Conference !
. - . "‘%{ %
The following questlons summarliéd part|c|pant reaction to the conduct
and structure of.the conference, . :

C . '1 68 ' oo ‘ ; .
Q
ERIC AR ' '
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- , - TABLE 5 Ce T
STRUCTURE-AND CONDUCT OF THE CONFERENCE

tom#F T item . Mean NA 1 £ 3 4 5 6

3 Thephysical srrangements lroom,bresks, 48 0 2 3 0 6 19 15
stc.) were comfortsble to ma and con- ) -
, tributed to my effective participation
in the confa;enca. ’ ¥ 1.

9  The schaduling and conference agenda , 43 0 2 1t 7 11 18 7
were appropriate for the confarence. X ¢
11 The conference provided a good balance 42 0 1t 56 5§ 12 17 5
\ of listening, discusslon, and informal : ‘
. interaction.
20 Considéring everything, | had ampls ° 42 0 3 2 & 12 18 4

time for discussions with other
pacticipants.

4

. 21 Tholevel of the program #as eppro- 46 0 1 2 4 8 21 8
i priate for the }opic and group. i
4—

] - b4 .
N L . N

*  AREAIV/ Effectivenéss of Conference Leaders

x * .

P The following items deal with the effectiveness of the conference leaders.

. TABLE 8
*  EFFECTIVENESS OF CONFERENCE LEADERS

¥

item # ;' tem \ Meaan NA 1 2 3 4 5 6 -
. 4  Tha introdugction of ‘the conference was < 5.1 0 0 2.1 2 24 16
. « handiad weil.by the conference leader. » .

- 13 ’rhéconferencaleadersdidagood]ob. 49 0 1t 1 0 . 9 23 13
18  Theconference leaderswereresponsive. 48 0 .2 0 5 10 12 17

r

.

Af{ EA V / Conference Materials and Activities, R
/ ' . Lo \
The items in Table 7 reveal opinions about the materials used in the con
ference. ’ s .
> LNt o e
. 5 : . .
. 1
v ! '. -
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TABLE 7

P g

\
- MATER!ALS USED IN THE CONFERENCE
L nem# | ftom Man NA 1 2 3 4 6 6
< 6  Thecontent gf presentations,handouts, 47 O 1 O 5 7 23.8
etc., was consistent with stated confer- .
. . ence objectives. ,
"6 ‘The simulation exercise vas useful in 3t 0 7 12 3 13 6 2
helping me put it sil togeiher."
:l Confererice speakers pfesemed their 42 0 2 2 5 5 18 2
+ * . 2'material in an interesting ‘ash:on . n
e 10  The presentations by conference speskers 4.4 1 1 2 3 i6 16 _6
" were relevant to my needs. °
24 Conferdnce speakers werevery knowledge- 50 .0 0 ‘4 1 8 21 11
(N able and well prepared for the topic. :

-

AREA V1 / Participants Opinions Regarding the Usefulness and
Belevance of the Confe@noe

-

¥

.

.

The ltems in Table 8-were desugned to gather information regarding the
utuhtv of the conferenc&to the participants.

TABLE 8

-

USEFULNESS AND RELEVANCE OF THE CONFERENCE

==
3

ttom # .« dtem Men NA 1 2 4 5 6
8  Asaresult of theconference, | feeimore -46 1 1 1 2 10 26 §
< cenfident in my sbility to help develop ..
', *  snappropriate staff development program
for my campus. .
14, | gained usaful information which | plan 49 O 1 1°0 13 16 14
to utilize on my job.
15 | profited a great deal from both the 5.1 0 0 2 2 4 19 19
planned and unplannad interaction with -
. other conferees. > .
© 18" Conference objectives were relevant to 50 0 0 1 2 9 16 17
% my needs. .
17 On the.basis c.of "20-20 hindsight,” if | 4.7 0 2 3 3 6 14 17
wereg given the choice, | wou|d slect
* s, tosttend. L
£°9
168
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TABLE 8 {cont.}

tem# ftem 2 3 4(5 6

19 Lesmblished contacts with £ number of 6, o o o 817 20
other persons which will prave beneficial \ \
in the future. . \

1 would recommand that others in my ) 1 2 6°15 15
paosition attand a similar confarence if
one were to ba'held,

' Su?nmary

Table 9 summarizes the conference by area and is a compnlatlon of alf
areas of evaluation.

TABLE 9 ~
SUMMARY OF RESULTS FOR ALL SIX! CONFERENCE AREAS
. Areaof Evaluation Maan NA 1 2 3 4 6 6
* Preconference Information ’ 51 2 0 3 4 8 38 35
Rationaie and Objectives ° §0 ¢ 0 0 3 17 46 24
Structure and Conduct of-the Conference 44 0 9 13 22 49 S0 29
Effectiveness of Conferance Leaders 49 0 3 3 6 21 59 46
Confarencs Mltenals and Activities 43 1 1 7 8 8 29
Usefulne&s nnd Relevance - 49 2 6 g\ﬂ 56 122 107

L] ¥

Responses to Open-Ended Questidns:

25, If another similar conference were to be held, what additionai tupics would
You suggest be included?

Ways of approaching faculty members with the idea of improving their
teacher effectweness

Job descriptlon of EDO,; place of EDO in administrative structure, functions
of EDO,

Identifying staff development needs—the basis of data.

Focus on practical, how-to-do-it sessions: how staff development is con-
ducted” at institutions; how threat can be minimized, opportunities maxi-
mized, faculty involved; how to begin a staff development program, how to
integrate it into the rewards structure.

| 170 169
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Perhaps papers on specific area of improving instruction within a broad
framework of staff development such as CAl or performance objectives.

Staff development. the influences of collective bargaining, class:fied staff.
model programs, low cost, high yield programs, trustees. motivating the
board to support staff development.

>

Grants: how to write them, how to get them, what's available.

Organjzation for implementing staff development, reference matenals on
training. '

» - >
Internal rap sessions for specialized job classifications, i.e. small groups of
deans, EDOs, faculty, etc., time and attention to.specific things that have
been done for particular groups such as clerical workers, maintenance, etc.

More time for sharing of ideas; stick to broad, definite subject.

Mocg on models and planning, a review of industrial, business, and federal

models for staff development; budgeting. .
l,nnov%tive and inex;;ensive samples of programwriting. .

Perhaps more att.entio'n to the evaluatory phase, zero in on how to make
agsessment of needs, ’ -

’
it
\.
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© BARBER, Max-
Deen of Instruction
Piedmont Technical Institute
£.0. Box 1197
Roxboro, North Carolina 27573

BARRON, Benny
‘Desn, College of Basic Studies
Nérthwestern State University
N\atchhochu,laulslam 71457‘
BARTHLOW, Robert L.
Vice-President of Acsdemic Affaivs
_ Lehigh County Community College
2370 Main Street
Schnecksville, Pennsylvania 18078

BATSON, Robert J.
Professor of Administration
Sangamon State University
Springfield, Hlinois 62708
BOLDEN, Gtis L.
Assistant Dean of Instruction
Forsst Park Community Collegs
5600 Oskland
St. Louis, Missouri 63110 v
BOLL, Robert N.
Division Chairman of Humanities,
Dundalk Community College

* 7200 Sollers Point Road
Baitimore, Maryland 21222

BRAINARD, Steve
- Associste Dean
Kansas City Community College
500 Longview Road
Lee’s Surnmit, Missouri 64063

BURNHAM, Peter

Coordinater for Staff Development
Prince George's Community College
Largo, Maryland 20870

BUTT, William G.

* %Academic Dean
Bay de Noc Comrmunity Collage
Escenaba, Michigan 49829

CHILDERS, Joe M.

- Desn, Northeast Mississippi College
Cunningham Boulevard
Booneville, Mississippi 38829
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CLOVIS, George A.

Assistant Dean

Parkershurg Community Collage

Rt. 5, Box 167A -
Parkersburg, West Virginia 26101 . \

CREAL, Richard

Lake Michigen Collegs

Napler Avenus

Benton Harbor, Michigan 43022

CROCKETT, John H.

Assistant Director, Acadsmic Affairs
Maysvills Community Cellege
Maysvitle, Kentucky 41056

CROQKES, Frank

Dirdctor of Instructional Design
Kellogg Community College
450 North Avenue

Battie Creek, Michigan 45015

DAVIS, Esther R. ‘
Educational Development Officer
Pasodana City College

1570 E. Colorado Boulevard
Pasodena, Californis 91100

ELLERBE, James H.

Directbr of Staff Development

North Carolina Departmant of Community
Colleges .

<110 Education Building .

Raleigh, North Carolina 27611

FISHMAN, Florence ,

Associate Professor

Philsdalphia Community College

34 South 11th Street .

Philadelphia, Pennsylvania 19107

FRANKLIN, Wasioy

Luzerne County Cemmunity College

Nanticoke, Pennsylvania 18634

FREEDMAN, Carol

Burlington Community College s
Pemberton-Browns Mills Road

Pemberton, New Jersey 08068

GRAY, Adele J.
Educational Development Officer
Wilson County Technical Institute
902 Herring &c;gue

h

Wilson, Nort olina 27833
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» GRIZZARD, Elizabasth «

Dean of Student Development
" Manasaus Campus
8820 Rixiew Lane

, Manassas, Virginis 22110
* HADDAD, Margarst

Educationsl Development Officer
El Paso Community College

6601 Dyer Street

El Paso, Texas 79904

-HALLIGAN, John

Community Cotlege of Delaware County
Baltimore Pike & Thornton Road
Madia, Pennsylvania 19063

HERNAN, Robart Emmett

- Department Chairman

Community Coilege of Philadelphlia,
34 South 11th Street
Philadelphia, Pennsyivania 19107
HOLLAND, Emoty E, ",
Dean of Academic Affalrs

Mantgomery County Community College
340 Dakalb Pike

Blue Beil, Pennsyivenia 19422

LAMMIE, Wayne D.

Acting Asst. Director,- Resident Instruction
Shenango Vailey Campus

The Pennsylvania State University

147 Shenango Avenue

Sharon, Pannsylvanis 16146

LEEDS, Jeri W.

Instructor, Comp. Reading Program
Brooklyn College

Bedford & Avenue H

Brooklyn, New York 11210

LUDEMAN, Roger B.

Dean of Student Affeirs

Beaver Campus '
The Pennsylvania State Univef!it))\
Brodhead Rosd

Monaca, Pennsylvania 15061

MACLOSKY, Edward-R,
Assistant Dean of Faculty
Springfisld Tachnical Community College

’
4

McDOWELL, Richard

Executive Dean

Community College of Allegheny County
Boyce Campus

Monrosvitle, Pennsylvania 15146

McGINTY, James

Education Development Speclalm
Ocsan County Collego ot ¢
Hoopar Avenue - -

Toms River, New Jersey 08763

"MEMULLEN, Harold G.

Dean of Instruction

Lord Fairfax Community Collisge
P. 0. Drawer E :
Middistown, Virginia 22645

MERRILL, Preston S.

Director of Educational Sérvices
Mohawk College

135 Fennell Avenus

Hamilton, Ontario

Canads

MYERS, Byron E.

Associate Dean

Luzerhe County Community Collsge
Nenticoke, Pennsylvania 18634

NETHERTON, Jean .
Dean for Instructional Services

Northern Virginia Community College
8333 Little River Turnpike

Annandsie, Virginia 22003

OTTO, David B.

Assiztant Director

Bezver Campus

The Pennsylvania State University
Brodhead Road

Monaca, Pennsylivanis 16051

PALLISTER, H. G.

Educational Develepment Officer
Assinboine Community Coliege
Box 935

Brandon, Menitoba

Cenada R7A 629

PAYETTE, George
Assistant Director
Mont Alto Campus

‘'One Armory Square The Pennsylvania State University
Springfield, Msssachusstts 01105 Mont Alto, Pennsylvania 17237
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RINEHIMER, Byron L.
President

, Luzerne County Community College
Nanticoke, Pennsylvania 16634

SALONY, James M.

Education Developmaent Officer
Mt. Aloysius Junior Cotlege
Cresson, Pennsylvania 16630

s SAYLOR,Paul -
,Division Chairmen ’
Northern Virginia Community College
8333 Little River Turnpike
Annandale, Virginia 22003

SCHAFER, Michasl J.
Oeon for lnstructuon -
Mu  gen Community Collegs
221 South Quarterline Road
Muskagcm, Michigan 49443

»

SHOUP, Charles

Associgte Dean of Instruction
Jamestown Community College
§25 Falcone Street

Jamestown, New York 14701

.

SINK, W. G.
Associate Dean of Academic Education
Davidsan County COmmumty Coliege
P. O. Box 1287
Lexington, North Carollna 27292
SMITH, Linda .
Assistant to the Presldent
West Virginia Northern Community Collega
, 87-15th Street
Wheeling, West Virginia 26003
STONE, Gordon L. *
Facilitator
Sault College of Apphed Arts & Tachnology
443 Northern Avenue .
P. O. Box 60
Sault, St. Marie, Ontario
Csnada, A
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SUTTON, Toby B.

Assistant to Deap of Faculty
Gresntiéld Community Coliege
Gresnfield, Massachusatts 01301

TERWILLIGER, Gloria .
Director, Lesrning Resource Center
.Northern Virginia Coramunity College °
8333 Little River Turnpike

Annand:lc, Virginia 22003 <

) THOMAS Wanda

Diractor of Learning Lab’
Community'Collegs of Allsgheny County
Boyce Campus :

Monroevills, Pennsylvania 15146

TIPPECONNIC, John W.

Vice President

Navajo Comniunity College .
Chinle, Arizons 86503

TREMBLAY, Charles H. ¥
Department of Economy & Accounting
Community College of Philadeiphia

34 South 11th Streat

Philadelphia, Pennsylvania 19107

WEYRICK, Robert C.

Acting Dean

Community &.Jechnical Col!egc -
University of Akron .

Akron, Ohio 44325 s

WILMS, Lynda

Education Development Officer
Pitt Techrical Institute

P.O.Box 7007 ¥

Groenvllle. North Ckrolina 22834

woqLLEY Fred '
Educational Development Offices
Sheridan College

1430 Trofalger Road
. Cakviile; Ontario

Csnada
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Note 'on the Editor

James O. Hammons 'is presently a research associate at the Cen-
ter for the Study of Higher Education at The Pennsylvania State Uni-
versity, where his responsibilities are divided between graduate teaching
and staff development activities with the two-year colleges of Pennsy!-

" vania, His teaching responsibilities include a course entitled “College
Teaching, another entitled “The Commumty Junior College,” and
various seminars on toplcs ranging from "Management by Objectives”

. to "Instructional Design.” Prior to jolmng the center staff, he was a
program associate of the Junior and Commumty College Division of
the Nationa! Laboratory for ‘Higher Education with major responsibili-
ties for developing tramlng materials and conductlng training for facul-
ty members, admlmstrators and educational development officers in
community colleges Before affiliating with the National Laboratory
for Higher Education, he spent four years as dean of the college at
Burlington County College, New Jersey, generally acknowledged to be
one of the most innovative community colleges in the country, Other
experiences include assistant campus director and acting campus
director of the south campus of Miami-Dade Junior College, Florida,
two years in student personnel work at a vocational-technical institute,
and university work in counseling and housing. In addition, he
has taught at the community college and university level, as well
as in the military. He has worked, spoken, or served as a consultant on
40 two- and four-year college campuses in the United States and
Canada on a variety of topics ranging from faculty development to
management by objectives to learning resources to facility planning.
He has published several articles on equally varying topics and is pres-
ently writing a book deallng with case studies of successful faculty
mndvagons in instruction. His degrees are a B.S. with a double major
in mathematics and political science from Northwestern State Univer-
sity of Louisiana, an M.S. in College Student Personnel from Southern
Illinois University, and the Ph.D. from the University of Texas in
Community College Administration.
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L d Center for the Study of Higher Education
’ The Pennsylvania State University

-

. The Center for the Study of Higher Education was established
in January 1969 to study higher education as an area of scholarly in-
quiry and researsh. Dr. G. Lester Anderson, its director, is aided by a
staff of twenty, including five full time researchers and a cadre of ad-
vanced graduate students and supporting staff.

ihe center's studies are designed to be relevant, not only to
the university and the Commonwealth of Pennsylvania, but also to
institutions of higher education throughout the nation. The present
focus of the center's research falls into the broad areas of governance,
collective bargaining, graduate and professional education, staff de-
vélopment, §nd institutional improvement as they pertdin to
community junior colleges, vocational technical institutes, four-year
colleges, and universities. . | .
" In regard to the community college in particular, the Center
has continuallyJagreased its attention and expanded its services over -
the past few years. ¢{Research on {woyear college concefns and
problems has grown significanti. Wukkshops, conferences, and related
activities for community~eellege personnel at Liniversity Park "and
and on individual two year campuses have been promoted and arranged
in-increasing numbers. Finally, consultation services with community
college administrators and staff have been made available.

Research reports, monographs, and positicn papers prepared by
staff members of the Center can be obtained on a limited basis. In-
quiries should be addressed to the Center for the Study of Higher
Education, 101 Rackley Building, The Pennsylvania State University,
University Park, Pennsylvania 16802. .

L}

ERlC P,




C

- o>

SELECTED PUBLICAT!ONS AVAILABLE FROM THE . |
. . CENTER FOR THE STUDY OF HIGHER EDUCKTION ,
& . : - .

The College Student Grant Study, Jonathan D. Fife, May 1975.

Faculty Voting‘&hqwar in the Temple University Collective Bargaining Elections, Kenneth P.
Mortimer unJ Nloml V. Ross, with the assistanca of Michael E. Shorr and Charyl Torony,
April 1975 + R

CUPIR. Coopemtm L'tihzation of h-nmtc ln:timnonal Resources. A Multifaceted. Thrust for

the Privaté Junior Colleges, S. V. Martorana, Ejlean P. Kuhns, Richard M. Witter, and Alan J.
Sturtz, October 1974 {idintly with the Amesican Association of Commumty and Junior

Colleges). -

Innovative Programs in Education for the-Professions, Larry L. Leshes, Juns 1974. ‘
Insights into Higher Education. Selected Writings of CSHE, 1969-73, Vol. 111, Currlculum, y
Graduate arld Profes:zonal Education, Finance, Winter 1974. . /
Insightsinto Higher Education. Selected Writings of CSHE, 1969-73, Vol. II, Community.Col- 7

lege and Postsecondary Occupational Education, Winter 1974.

Insights into Higher Education. Selected Writings of CSHE, 1 969- 73, Vol 1. Govcmancc,
Winter 1974,

~Anatomy of a C’oIIcctwc Bargaining Election in Pcnnsylvanms State-Owned Colleges, G.
Gregory Lozier and Kenneth E Mortimer, February 1974,

Variability in fFacuIt) Pcrcep?wn of the Legitimacy of Dccmon Makmg at N.se Pennsylvania
Institutions, David W. Leslle, Novernber 1973.

Human Sc;iiices Occupations in the Two Year College. A Handbook, Theodore E. Kiffer and
Martha Buv May 1972, <

Institutional Self-Study at The Pennsylvania State Lnivcmt}, Kenneth P. Mortimer and -
David -W. Leslie {eds.}, Deqomber 1970. e

s
-

Numbersd Reports .
The Higher Education Faculty of Pennsylvania. Selected Characteristics, Lerry L Leshie and |
James Creasy, July 1974, Report No. 24.

The Comm Bace Study. Postbawaburcatc Actvities of ngrcc Rcupzcms from Pennsylvanta
Instizutions 1971-72, William Toombs, August 1973, Heport No. 23.

Students and Unions, Neil S. Buckiew, July 1973, Report No 22,

« Compensatory -Education in Two Year Colleges, James L Mornson and Reynoids Ferrante,
April 1973, Report No. 21.

Pennsylvania’s “State Owned™ Institutions. Some Dimensions of Degree Output, Wlliam
Toombs and Stephen D, Millman, February 1973, Report No. 20.

The Trend Toward Government Financing of Higher Education Through Students. Can the
Market Mode! be Applied? [arry L. Leslie, January 1973, Report No. 19. {Out of print.}

JThe Rationale for Various Plans for Funding American Higher Education, Larry L. Leshie,
Juné 1972, Report No. 18. R

Collective Bargaining. Implications fur Guvernance, Kenneth P, Mortimer and G. Gregory
g « Lozier, July 1972, Report No. 17.

Productivity and the A‘.adem,v Thc C;ur)‘cn Cundition, Wiham Toombs, May 1972, Report
No. 15. {Out of print.) .




.

Exveptional Graduate Admxsswns at The Pennsylvania State bmvemzy, Manua! G Gunne and
Larry L Leslie, March 1972, Report No.'15. \

The Quality of Graduate Studies. Pennsylvanua and Selected Stam, Stephen B.’Muumsn and
Willfarn Toormbs, February 1972, Report No. 14.

‘Reports 1-13 out of print. ’ ) .

“ - AY
Conferenca Reports .

State.-Local Agency and Cummunity Cullege Cogperativn for CommurutdImprovement. A
Conference of State and Local Officials in the Middle Atlanti. States, S. V. Martorana and
James O. Hammons (eds.}, December 1974. .

The Fifth Annual Pennsylvania Cunference un Pustsevondary Ocvcupasional Educauon, Angelo
C. Gillie (ed.}, June 1974.

. The Fourth' Annual Pennsybhania Cunference Gn Postsecondar, O:.cupatlanal Education,
Angelo C. Gillie {ed.}, August 1973, , . »
o, Bibliographivs ¢ - ‘ .
. . I
Community College Staff Develupment. An Annotated Bibliugraph), Terry H. Wallave, Aprii
1975,

The Ln;’vemt) and the Arts. A Prelimunary Annutared Bibliography, Ann Kleffar Bragg May
1974. R - i

Selected Bibliography in Hzgher Lducation, Leptember 1969, revised Apm 1972, revised
August 1974. - . X

. ?

Occasionail Papers Y . . ‘
Larry L. Leslie, A.Case for Low T:dﬁon, November 1974.

Ann Kieffer Bragg and G. Lester Anderson, Juurnals of Lducation for the Frufessions. A Pre-
liminary Study, May 1974,
Ralph L. éoyérs n collaboration with Robert E. Sweitzer, Collective Bargaining in Pennsyl-
wn, vania. A Summary of Collective Bargaining Agreements, August 1973, .

Naomi V. Ross, Community College Teacher Preparativn Progrars in the U. S.. A Biblivgra-
phy with Introductory Notes. August 1972. ,’ .

»

<

" ge

- sty

ST ., UNIVERSITY OF CALIF.
M. (L0 ANGELES . .

: o : COT 51975 .

. ' * CLEARINGHOUSE FOR
o, ) - ,  JUNIORCOLLEGE .’
- : iNFORMATION

| - ) ©
, . ) . i
s‘. l - 7 ¢ é ' :}
- ‘ 3:79

EK

!
» PAruntext provided by eric
[
-




