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INTRODUCTION

Authorities in the field of organizational change and renewal con-
stantly point up the need for organizations to attend to the development

. of ‘their numan resources. The reasan is that for an organization to remain

o and possess the ability toc cope. [t seems imperative that organizations
... become involved in the design of a systematic integrated plan of learning
" experiences. Human resource development efforts, if they are to make the

©* impact intended, must be delegated to an individual or a group of indivi-

“duals within the organization whase sole purpose is to ensure that learning

opportunities for employees are so designed and coordinated that the"

development of individuals will contribute to the develapment of the

57 organization,

An alert was issued recently by educator Terry 0'Banion (1972) that
5f‘f£héfnatian's system of community colleges should make a special effort

'if;té attend to the development of its human resources, particularly to its

Jinstructional resources. He urged that attention be given to this need -

‘at both the local and the state levels. He pointed out, that this system -
enjoys a unique p]aaé in higher educatian.q It is the peﬁsanifiiatigﬁr
-of the ideal of democratized education, and the prog%ams of this "peup1éf§

:é?iégé“ have been designed to meet the needs of their particular commu~

ities and to entice a heterogenecus student clientele to continue its
.educéﬁiaﬁ,lregardiess of entry level behavior. 0'Banion and others are -

wafhihg:the keepers of ‘this system that its personnel are bringing elitist

to their institutions, most of which are contrary to the
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2D1v1s1an af the National Laboratory of Higher Education 1acated in Durham,i

. expressed purpases of cammun1ty §Ql1ege education and result in operations

and pracedures which undermine 1ts reason for being.
Although the system of community colleges and technical inmstitutes

in Narth Carolina is only eleven years old, some of its members recently

“have been reflecting the sentiments of 0'Banion. Consequertly, a research

project was conducted in 1973 to determine what systematic development
efforts the North Carolina Comunity College System was making toward
attending to its own renewal (MclLeod, 1974). While the results are not

generalizeable to other systems:thrcughaut the country, it was hoped that )

- they might have relevance for those who -plan to initiate a development

~effort-similar to the one operationalized in the North Carolina system.

In the initial stages of the research it was discovered that develop---.-
ment efforts in the North Carolina system might be characterized as =
-Fﬁaﬁmented, No one individual was respcﬁiibie for des1gn1ng caard1natedﬁ o

1nsarv1ce education program for all members of an 1nst1tut1un Hnwever,

?wscmeh1nst1tut1cns had begun to work with the instructional fa¢u1ty on a,]'kAié

éystematic basis. The individual responsible for such functions was

‘-assigned what was referred to as "Education Development Officer" responsi-

“bilities. These responsibilities and the accompanying Educational-

Déve]apment Officer concept had been implemented as a result of a 5t1mu1us:

';‘prDv1ded by a governmental research unit, the Junior and Cnmmun1ty Eo1lege;

Nﬁrth Cara]1na This un1t developed and piloted 2 role model nf the

ducat1cnal Development fo1cer in several 1nst1tut1cn5 in the Narth

fCarnT1na system. - The major purpase of the rD]E model. as env1s1cned by ¥ ;




O

ERIC

Aruitoxt provided by Eic:

Laboratory personnel was to fulfill the need for a learning specialist.
Its focus was upon the implementation of the systems approach té Tnstruc-
tion. The job required that the Educational Development Officer be

knowledgeaple about learning theory and its application and to apply

tnis expertise tnrough consultant and inservice training efforts. VIn
»adéitiuni Laboratory personnel established that the incumbent should be
’CDmPéténtrin research methodologies in order to facilitate the performance
of faculty directly and the administration indirectly through need and-
GutC@mE.mEESufemEﬁtS; While the job had been in existence for three

}ears at the time of the study, it had not been analyzed to aszert;in 7
if actual job tasks resembled those envisioned by the National Laboratary.t G

. Consequently, one purpose of the study reported here was to determine

erﬁéthef or not the job was developing in accordance with Laboratory

" expectations; another was to determine if the job were developing in.

'Ef{accéfdance Wi th suggestions of development authorities.

PURPOSE OF THE STUDY

The overall purpose of the study was to contribute to the institu-

b tionalization of the job of the Educational Development Officer in the -

-North Carolina system of community colleges and technical institutes.

" The majar'prchEm related to the study was concerned Wwith the development:

“of.a clear concise description of job tasks which mfght be reasonably

eipécted of the incumbent. As a by-product, it was anticipated that a

. job description would be developed for the Educational Deve]épmeﬁ;.éffiéer'

“Inaddition, an important but subsidiary problem of the study was related-
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to a description of the job as it was actually being performed in those
community colleges and technical institutes which were experimenting
with the job as well as a definition of job tasks which personnel most
familiar with the job perceived should ideally be included in its com-
position. Another aspect of the problem was concerned with the éxaminatiani'
of ‘possible relationships which might exist between the expegtat{ans QFV
fﬁhuée most familiar with the job-and such personal and situational Faétars
‘a5 age, level of formal educational attainment, participation in cantinuiﬁg
education, identified professional content area of expertise, tenure in :
the institution, and position group in the institution.
ﬂ@ré spet1f1ca11ys the study was addressed to five guestions:
what Jjob tasks can be FééSQﬂaD}y'EXPECtEQ of the Educational Develop---
L ment fo1§ﬁr in the North Carolina system of community colleges and RN
technical ins t1tutes? '

“ Yhat is the order of perceived importance of job tasks which are

currently being performed by the Educational Deve1@pmént Officer?
What is the order of perceived unportance of job tasks which might -
 fdeally zdnstitute the job of the Education Development 0fficer?

- Does tne order of perceived importance of Job tasks which are

currently being performed by the Educational Development Officer

" resemble the order of perceived importance which might ideally

constitute the job?

Are' there important associations between the order of perceived

Q}impdrtanﬁé that should be given to se1ected job tasks of thé jéb

'DF the ;ducat1ana1 Development DFf1cer ‘and personal and 51tuat1ana1

Fa(;mrj of per‘:DﬁﬂE] mc:v:t fannhar with the job?




These questions provided the basis for the study. Because the job

alony af the study was quasi-sxploratory and quasi-descriptive in nature.

Therefore. it did not seem apbropriate to develon hypotheses of causal
ralationsnips: but in o to guide the analysis of:the study, hypo-

theses based upon the guastions posed and relating to associations between
Qariaﬁ?%% were established.
The general désign of the study was based upon certain concepts
,ré1ated t0 role theory. This pergpeztivefsgggests that roles are composed
" of both expected and actual behaviors and that the two might differ in
_bﬁth actual and expected performance. Differences are seen to cccur

because of variations in situational factors and personal perceptions of

role occupants. Role perceptions also are-seen to differ because of —

(]

variations in the expectations of those significant counter position

" occupants who comprise a given role-set. Such individuals are referred
to a5 role-definers. Research suggests that agreement among ra1eédefining]
“.groups does not always exist in totality but that general agreement -

‘concerning a range of behaviors or a distribution of agreement concern-.

ing a more specific behavior serves to delimit the behavior of an
¥ ;iﬁéumDéni. Yariations in agreement, or consensus, appear to be attri-,;
':huteg to frequency of interaction or to similarity in background charac- -
VE'Eerfstics. : |

In addition to the utilization of the role thearetica1 orientation ;

]

- for.the analysis of the,job of the Educational Development Officer, the

‘study was framed within the systems orientation which suggests that:all

Eg.

ERIC

Aruitoxt provided by Eic:



organizational components should contribute to ane of the organizational
purposes of boundary management, goal-attainment, or system maintenance
and development. From this view, facilitation, one aspect of goal-
.attainment, is seen as a justifiable crganization expenditure and can
best be effected by the attention of an individual or group manager, or
an organizational sub-system, the function of which is to serve as a
manager of learning and to effect behavioral change through the assumpticn
of three major task clusters or roles: (1) the Tearning specialist role,.
'vwhich involves the ahility té apply learning theories for the impravemeﬁt-
of instructi@ﬁ and curriculum and is accomplished thréQQh the utj1izatian
af’vafiéus methodoTogies, multi-media strategies, and hateriaTS dé?e?apé
ment as well as through the conduct of training sessions; (2) the tra1n1ng
admlnistratnr role in which he develops a plan of operations and a budget
to ;arry out plans, a role in which he organizes and a110:ates resaurces,"'
‘ prav1des opportunities for the growth and development of personnel assigned fff
tércérry out the inservice education effort, and evaluates outcomes in'térms? -
GF’DTannéd objectives; and (3) the consyltant role in which he serves 1n V
the dual £apac1ty of resource person and facilitator through the poses
,1af advocate. expert, stimulator, and change agent. ‘ N
v The major concepts from the role theoretical orientation used in -
;th15 study 1n;1uded role, role consensus., FD1F percept1nn, pDS1tIEn and
i;the related concepts of Jjob and job tasks. U

ngg was defined as a set of perscriptions which define the dESIFEd

; behavior of a position occupant...it pertains to the behaviar Dl part1cu-

:Zfétjéédfperéﬁﬁs (Shaw and C@Stanzai 1970, pp. 335-336) . 't is seen as:
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and the two dimensions may vary.
Ay Role Consensus was defined as agreement upon a range of behaviors
V?{expected of a focal position incumbent by the incumbent of the focal-
Vrpusiti@n and significant counter positions.

Role Perception was deF1ned as the tategur1zat1an of an actor's

response to a sensory input of a social nature in which the data are
- selectively related to the cognitive structure cf an actor and given
- meaning.
Position was defined as a location in organizational space which
“has beén assigned a homogeneous cluster of job tasks, similar in terms
~of duties and responsibilities and levels af‘diffi§u1ty requiring the,,A
sgfviies of one individual.

Job was defined as a class of positions which are similar in their-

‘major duties, responsibilities, and levels of difficulty.

Job Task was defined as a cluster of activities assigned to a position.

’qr'a class of positions which if performed as designed will facilitate

© the acc@mp1ishment of organizational purposes.
~ One last definition appropriate to this report is that of -the

" Educational DéveTgpment,foi;et which was defined as a learning specialist.

’emp1cyed in the North Carolina system of Egmmunity colleges and téchnicai oz
L "1n$t1tutea who works -in a staff position, report1ng to the Dean Qf

stﬂstruct1Dn. He draws up@n h15 sp§c1ailzed éxpert1se in research methoda

r]ﬂgy ‘and 1earn1ng theary and its application and relies heav11y upﬂn

fi‘cnnsu1tant skills to achieve his objectives. A pictoral representatjan f
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of the rationale underlying the study and reflected in the above state-

ments and conceptual definitions is presented in Figure 1 (See Figure.1).

METHODOLOGY

The population for the study consisted of those institutions in the
North Carolina system of community colleges and technical institutes
ViﬂEﬂtiFiEdrég experimenting with the job of the Educational Development
: - Officer and included eleven institutions: Five community colleges and
six technical institutes. The sample was purposive in that the respon-
déﬂt; were selected because of the contributions it was felt they might
.-~make to-the study. -They were selerted because of their @rganizatiana]
?’vaﬁtage points and because of their knowledge of the job under study and/é% e
::£h§ir'knewiedge af the staff development Funﬁtfan'iﬂ general t;fmsg The: . n
' _sample consisted of 81 respondents categ@rizgd into three groups: Those
"VzérﬁyingrEducatiDnaT Development Officer responsibilities of which fhéré
':1WEfE eleven; representatives of the administration, including Deans of
{{nstfaztion_and immediate superiors of Educational Deﬁe?apment Officers
i'vif'cccupying positions other than those of the Dean of Instruction of

" which there were sixteen; and faculty, five per institution, of which

‘there were fifty-four potential responcants.

- Data were collected by means of a two-part questionpaire consisting

‘“;Dfia Personal Data Sheet and a Job Task Perception Inventory. Qﬁestians
*contained in the Personal Data Sheet were developed to establish the -

" respondents' personal and situational characteristics. The data were

. "used to-ascertain whether or not such characteristics might be associated

O
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PERSONAL DIMENSION

" Figure 1. Méde? depicting the job D%;thé Educational Devzlopment Officer as perceived. by
w0 Educational Development Officers, administrators, and faculty in the North Cerolima. ...
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ix ij tasks per range “Those items rece1v1ng a rank of from n:"

total, actual and tcta1 1dea1 tasks, and assaciat1an batﬂ' ns

pers na1 and 5 tuat1una] EhaFaEtEF1StTCS and 1dea] JDb tasks.
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1. of‘rnle ﬁe'|n1ng grcups ' wh1le 1t 15 acknnw1edgedfthat a var1ety

zatlana1 tenure, and urganlzat1ana1 pns1t1an were se1ectéd, Furthermare,
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tor GF the Facu]ty The facu1ty group cun515ted of Fnur

echn1ca? educat1g; p?agram e1ght wha taught cuurses 1n a 

‘Bﬁ31 prngram5§ In add1t1an, 5ix respnndents 1n ‘the Facu1ty gr P
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were- 35 ar mnré years n1d : In terms cf fnrma17

trat1an," and’"Academ1z SubjEEt " Eleven percent of the_samp1
‘ F»expert1se :In add1t1nn, 83%-of the respandents saw—them

: n such act1v1t1es Furthermnré, 25% of tha respcndants
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af the JDb tasks Furthennore the data suggested that za

7pef§e1ved'1n the 1deaTV In add1t1nnj the F1nd1ngs suggestedfthat'
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Other aspects of this sub-role were not his concern. - Perceived as a

) De,cr1pt1nn of the Educational Develagment Df

nd EuPrTCQ'zm deye1apment,pfacess~and;seggnda
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’? Consults witﬁ.édministratian in the deveiépmeﬁf=af pDTicy, particu?aﬁ1§ f

Vas it re1ates tn manpower devaTapment needs. N
IV RELATIONSHIP; |

7,The 1rcumbent is aCinuntab1e to_the dean of instruction for the 1mprc»e- ;}

-jmeﬂz of the instructional and curriculum development process, including:

; f;the provision of those development activities which will ensure.thé

‘~.1mp1ementat1ﬂﬂ of the systems appraach tn 1n5truct1an and the prnv1515n »

‘Qf dinformation chEernTng professional deve1apment gppartun1t1es to

adm1n15tratian, faculty, and staff. In addition, he is respans1bie for

cnardinat1ng the inservice education effort for the 1nst1tLt1an The;
S incumhent is expectéd to work with moderate or little superv1$1mn,,ref .
ze1v1ng genera1 or spec1f1c 1nstruct1nns as needed primarily 1n ‘the

1~1nterpretat1nn and app11cat1ﬂn of institutional policies and pracedurés

'ﬁThe 1ncumbent is expected tQ maintain ccard1nat1ng re]at1ansh1ps pr1mar11y

w1th faiulgy to-provide the resource materials and the: tEEhn1Ea1 adv1ce

-requ1red to 1mprave the instructional process but also w1th adm1n15tratcr

to EDﬁtF1butE to the 1mpruvem2nt of the curriculum deve1apment and

';1nst1tut1unal problems 531v1ng pracess and with a11 representat1ve graups'

w1ﬁh1n the 1n5t1tut1nn tc p]an and chrd1nate the 1nst1tut1an s prafess1 na

;dEVETmeent prngram

DUALIFICHTIDNS

- Amhmes, Knomadg , and Sk'iHs '
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- Ability to ‘motivate peopie.
- Knowledge and understanding of the following concepts:’
Culture, community, total education, programming, Drganizatian;
adm’iniﬁtfatiaﬁi values,needs, i;FFiEUTQm, behavioral objectives,
’teéching=133rﬁing process, evaluation, power, ccﬂsu1taﬁ£; Qfaﬁp ”

procasses, renewal.

= Knowledge and skill in the application of a Varfety of instruc-

tional methodologies, techniques, and devices, L -
- Knowledge of sources of information concerning current instruc- .

tional and curriculum research and development opportunities.

= Ski]1 in the application of the systems approach to instruction,

including the writing of behavioral objectives, developing of
packaged materials, developing of criteri@n=reFeréﬁ§Ed testé;
and validation of test ftems. :

- Sklll in the use af research methodélogies, 1nc1ud1ng thE ab1l1ty¥

to 1nterpret research and to meas sure prcgram progress toward e

estah]1 hed objectives,

- aaétér‘s degree,’préFEfabiy in educational technology or adult "

féducat1nn




CONCLUSIONS AND IMPLICATIONS

The Fi%dingg and resultant interpretations EnﬂbTéd tﬁe drawingrr
' af certain conclusions which lead to implications hopefully of some
value for. those institutions utilizing the cancept of the Educat1cna]
VDEVETmeEnt Officer -as well as for the system as a wha]e.

.. Since.it.was_fairly well agreed that _the_job_of the Educatiaha1 7;7; -

V:kDEVE1npment Officer was and should cnntinue to be pr1m3r11y that of

" a 1earn1ng specialist who works with fatu1ty for the 1mprnvement of

',the 1n§tFUEt]Dn31 and curriculum deve1opment process, it was cnnc1uded

that the nead for the perfcrmance of this role must be apparent to

thnse emp1ayed in the institutions-in wh1ﬁh it is nperat1ve -In add1t1an,

-1t was concluded that the centra11zat1un of effort, such as thaf Faund

in guvernment funded prujects or in staff units at the- Federa1 and staté f

change, are ab1e ta make an 1mpatt in 1ntendéd d1rect1ans Cansequent1§f
‘one 1mp11cat1un fnr the North Cara11na system of cammun1ty ca11éges and
teéhn1cal 1nst1tutés is that if a;deve1opment need Ex1st5-thrgugha;t”thf
system. the Ereat1an of a~ centra]]y 1Dcatedxnff1ce in wh1ch gu1de11nes
ncern1ng ant1c1pated 1mpacts for the JDb as we11 as cunsu1tant he}p
é systemat1c 1earn1ng Dpportun1t1es shau1d be prcv1ded tD ensure its

Dperat16n311gat1an
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= as tools in evaluating outcomes, it was concluded that the‘jgb of the
s 'EﬁucatiﬂnaT DeJé1a@ment Officer as developed by the Junior and Community S
~ College Division of the National Laboratory for Higher Educatién.hédi”
“not bEEﬁ nperatiunaiized in its entirety. The findinés suggested fhat
5if SUEh tasks as those dea11ng with grading, mﬂt1vat1an ‘and re1nfGPcement,

and va11dat1an of test items were considered generally to be a m1nor

:part DF the Jab’“ Tt was con:Tuded that the ‘Educational | Deve1apment fo1cer'7

daes nat perfarm these tasks because they hava been cans1dered tn be
facu1ty tasks The’ 1mp11tat1nn is that if the Educational Deve1upment

fofl:er began to perform such tasks, his actions m1ght become threatening

' 'to facu1ty and thus a potential source of conflict—for the 1nst1tut1un

The find1ngs EBnCEFﬂTﬂg the structural pTacement of ‘the an af the ”5

—'Edu:at1onai Deve]apment Officer indicated that the 1ncumbent shauld

serve 1n a staff pas1t1an for- the purpose of 1n5trutt1nna] 1mpravement

pr1mar11y and that he shau1d be agcauntab]e to the dean af 1n5truct1an.

S1nce the 1ncumbent d1d not passess line authar1ty, it was cnnc1uded

that he was expected to draw upan “the authﬁr1ty of expert1se It was:

sunﬂ1sed that thE Educatiana1 Develapment Officer traded UpDn the con

fidence that he deveTuped thrgugh p051t1ve persgna1 re]at1nnsh1ps‘ o

Cansequent1y, 1t was- cang]uded that eva]uat1ve JDb tasks were de]eted  ;'
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consyltant and ‘thus threatening aspects of evaluation, while needed. by

job. A further implication is that Educational Development,DFF1§er5 f
~serving as consultants must develop the skill to be able to perform -
" “tasks with evaluative overtones and the ability to facilitate fa§u1£y

imprcﬁement in a¥ﬁgh§thﬁﬁat5ﬁing atmosphere.

S1n€E the Eduﬁat1onai Development 0fficer was per¢e1ved “ag” wark1ng
V;pr1mar11y with Facu1ty for the improvement of 1n5truct1ﬂn, 1t was
“ﬁﬂnc]uded that he was engaged in job training and thus was perfarm1ng
:;>;SGmE of the Functlgns of faculty supervisors, the department cha1rman

'VIt was further concluded that he might be perceived as a threat to _

"1isuperv1sors and cansequent1y, a second source cf pgtent1al conflict for

'i'the institution. -An-implication frem this conclusion is that 1f'the

?{1eaFn1ng Spe¢1a115t role is-needed, perhaps the 1ncumbent shguld spend

s mare t1me enab11ng départment heads tD wgrk with faculty FDr the 1mprovem

.ment oF 1nstruct1cn rather than spending maJar t1me with facu]ty Th157
1mp1185 further an emphas1s upan the cnnsu1tant ta- adm1n1stratar and thE
,ra1n1ng cunrd1natar rcles. It implies his ab111ty to see the Drgan1zaf
! t1an as a. set af ‘resources to be tapped in order-that 1mprnvement 1n 3iy

nstruct1an and curr1cu1um develapment GCEUF

iSlnCE the ij tEndS to Fctus upon 1n5tru¢t1una1 :and. Eurr1cu1um
fDVémenﬁrénd uﬁcn those aspéttﬁ,of the systems apprcach tb ihstrucﬁj

1ch must be firmly” 1mp]anted priorto the 1mp1eméntat1ﬂn of nther

1;;1 institutes- sin:North Carolina, and the newness"




1n5§fuctiaﬁa1,and curriculum improvement. The imp1icatiaﬁ follows-

‘?';Eﬁat'a position unique to an institution might bév&ésigned with these =

j:}'tasks-as the curreﬂt?y important focus but with the vision that the

Job should be expandéd

The F1nd1ngs indicated that the job 1ncumbent should spend nn1y

n 1ntermed1ate -portion- ﬁF -his—time-in- ccnru1nat1ng the 1nserv1ce
. Educat1on pragram for a]l institutional Dersunne] ; S1nze a bas1ﬁ assume
b t1Dn of this stidy was that development efforts are fragmented within -~

"the system, 1t was concluded that overall deve]cpment efforts w111

,cant1nue tu be Fragménted This conclusion 5uggests the 1mp11cat1an

”*hat present efforts designed to FUIFiTI personal growth needs will

2natfﬂécessafi1y meet institutional needs.

In add1t1en; since it was found that the incumbent was not perce1ved
'as a cnn5u1tant to adm1n1stratcrs in a pr1mary senseé and d1d not spend aﬁ

;majcr purt1nn of h1s t1me in the provision of a prafess1ana1 grawth and:

Evaicpment prugram far persanne] within the. 1n5t1tut1an, it .was.con- ~f

'1uded ‘that as the job is- present]y cgnstructéd the 1nCumbEnt 1ac

’hé' t ture tu be serceived as hé]pfu1 t@ adm1n1stratﬂr5 Adm1n1stratﬂr5

nd-to 1cgk beyand th21r Taca1 1n5t1tut1nns, and, at t1mes, bey'nd the )

ate'system for the1r .own grgwth and deve]apment needs ) It»was'éu,
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_ .its personnel. Since the manpower development job is not being

:Esystematized and since national authorities point to this need, an
j'iimpiigatinn for the institution is to enlarge the job é? the Educational
7 7‘Deve1apmen£w6%%§§ér to include as major responsibility the attentidn
. Tta~téta]—manp@ﬁérideve1gpment needs with the knowledge that tﬁé»jéﬁ}
'V;hightrbe composed of several positions containing job tasks designed . -
j”*tﬁTmEéﬁ’thé”unique’néEdS“Qf”%ﬂdividué1'{ﬂsti*uéfﬂ i5.--In-this way-such——
- ':pnstrainﬁs as institutional maturity and budget a]]ocat1cns far ‘the B
;% ﬁéve?dpment effart can be taken into account. This further 1mp11es
% E tﬁét the Educational Development Officer might be more Effé:tiVéyif he. .

“had line responsibilities. |

o SiﬂEE*thE fiﬁdings indicated that the Educational ﬁeve]nﬁﬁent

7 fo1zer daes not have line authority, the chE1us n-was drawn that he

;:; needs to have support of positional-authority to be effective in add1t1cn 7

:f,tﬂ his author1ty of .expertise. Should he be seen as a dEVETmeEnt

1,7fac111tatar Fur the tataT organization, the 1mp11:at1an 15 that he 5hou1d

- be acccuntab1e tc the pres1dent rather than to the dean Df 1n5tru¢t1gn'

“In add1t1ﬁn to the more pTaEtTEa1 1mp11tat1nns for the Narth Cara11na

ystem af iammun1ty cn11eges and techn1ﬁa1 1nst1tutes wh1ch the cant1u519ns:

uggest, 1mp11gat1nns for further researzh became apparent Quest1ons

Lprﬂmpted by the conclusions wh1ch m1ght lead to further research -are. 11st:
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s pr151ng a development sub-system within the 1n5t1tut1nn, 1nc1ud1ng
Vaush pns1t1nns as institutional and 1nstruct1nna] research pcs1t1nns,A;;,
instructional methodologist, nnnr1zu1um specialist, organizational 7
;_~' development specialist, etc., or as an jndiyidnaiﬂééveinpment'ani;ef_ 
| “job?

Will a deveinpment effort coordinated at the state level.be mere

Sl

‘effect1ve “than ane cnardlnated 1ndependent1y at the 1n5t1tut1nna?
: 1evel?
;;74;_ wi11_an»individual with administrative responsibilities and/or

_.experience be perceived as more helpfil to other administrators

:.than one who is pénceived primarily as a sneciaTist In addition,

: '.w111 an individual pn555531ng c1assrnnm experience be perze1ved by Sl

'ffaculty as more he1pfu1 than one whD has not had fnrma] ETassrnnm
'ffesper1enié? : : i
Canc1u51nns frﬂm the findings and the Fesultant 1mp11zat1nns 1nd1ca

that un]ess the state system bEfnmes cnmm1tted to a manpawer deve?npment

nff1ce the an w111 not becnme a v1ab1e Fnrce : The job at pnesent 15 a

pg;entja1lsuun§e nf conflict. . Indications are that once government

Cnnsequent]y, if. thevgnb

,ases, the an may bennme défunct

cnme frnm the state']eve?

In add1t1nn, 1f the an 15 nnt g1ven
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