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Preface

Several years ago a group of senior faculty at The

University of Georgia met with staff of the University's Office
of Instructional Development to discuss ways of promoting
faculty renewal cn-our campus. From that meeting developed

plans for an annual renewal conference to "kick-off" the .
academic yesr at Georgia. The overwhelming success of this
effort to renew faculty at The University of Georgia led to our

plans for a national conference focusing on _strategies for
promoting-faculty renewal..

Although meetings of natiocnal

organizations such-as the American association for Higher

Education and the Professional and organizational Network, have
included sessions dealing with efforts to help faculty achieve
renewal we felt the time had come for a meetirg at which this

importarnt concern was the central focus:

. pr. peggy Heim of TIAA/CREF and Dr: Ted Marchese of AAHE
provided valuable assistance to us in our efforts to make our
plans for a narional conference a reality. With the

endorsement of these two _organizations we were: able to approach
potentizl funding sources for help iu underwriting the costs of
the conference. .Citizens and Southern National:Bank recognized
the importarnce of ernicouraging renewal amonc callege and.
university faculty and made a generous contribution in support

of the national conference.

Springtime Atlanta in the midst of its annual Dogwood

Festival provided the ideal backdrop for a conference ..
highlighting renewal. John Gardner's remarks to open the )
conference touched everyone present in a significant way, and
Peter Seldin's talk on the academic culture stimulated much

thought:

The consensus of the conference participants at the

closing session was thac efforts should be made tc continue the
dialogue which the conference initiated: We are investigating
several ways of accomplishing this goal.. . In the meantime,

these proceedings will provide an excellent overview of faculty
renewal efforts underway throughout the country.

James F.-Calhoun
Williem K. Jackson
Ronald D:. Simpson.
Conference Co-Chairs
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TOWARDS A DEFINITION OF FACULTY

DEVELOPMENT AND RENEWAL
Teaching and research are act1v1t1’ qulrlng larce
amounts of emotlonal and creatlve energy Before scholarly

productxvxty can be max1mlzed an enV1ronment that meets the
1mperat1ve Any consc1ous effort therefore of an 1nst1tut1on
or unit w1th1n the 1nst1tut1on to address the needs of its
faculty members can be aptly deflned as "faculty development"
or "faculty renewal;" Durxng the 19705 several faculty
éiéve'iépmerit programs were established across the 'c"e'un'try. At
thé fééé of many of these programs, however, were attempts to
deal With emerglng negatxve factors such as flnanc1al cutbacks
and faculty retrenchment. A §i§ﬁiéiéaﬁé number of thésé
programs were financed by external funds or "soft aéﬁéy,ﬁ and
by the end of the decade many of these first generation
programs had been discontinued:

At The University of Georgia initiatives labeled
"lnstructlonal development," and "faculty renewal" have taken a
form different from many of the earlier programs The
égéagiigﬁmént 'of the Office of Instructional Development was
effected by a gradual thoughtful process that dld not reach
full proportlons untll 1981 a full decade behlnd the earllest
units of that klnd Thls unlt at Georgxa has been unigque in
that since its early conceptlon there has been strong support
both from the senior admxnxstratlon and from the faculty, The
or1g*nal budget was llned in as part of the Un1vers1ty s
rnstructional budget with the Dlrector reportxng dlrectly to

ix
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the Vlce Presrdent for Academlc Affalrs, the Untversrty s
senjior vice pres1dent. There have been no hldden agendas and
the offlce has been able to approach ltS task in an cvpen,
creative manner:

Perhaps the most unlque characterlstlc of this unlt has

1nstructlonal 1mprovement. The approach has embodied a
well belng of faculty have been addressed wlthln thlS model
there has been the freedom to create new activities and to test
novel programs. ééaa this approach have emerééd many
1n1t1at1ves that are both boid and refreshlng w1th1n academe.
Faculty renewal at The Un1vers1ty of Georgra s1gn1f1es,
he profess1onal and personal lrves of the faculty. Rather
than taklng the pOSltlon of "what witi we do w1th all these
peop1e?" the approach has been "how would we make it wrthout
them?" So; in the 1980s at The Unlverslty of Georgla, the
oidér térm "faculty development," which earller possessed at
least some negatlve connotatlons; has been transformed into a
pééiéi&é actiéity* Faculty renewal has come to mean those
tnlngs, both personal and 1nst1tutlonal we do to stay current,

refreshed and to be happy in our work

Ronald D. Simpson, Director
Office-of Instructional
Development

13




John W. Gardner
Independent Sector
wWashington, DC

I'm ééiaé to make a spéciai effort tc be brief. As
teachers you surely rememher the comment of & contémporary on
the philosopher Josiah Royce of Harvard that "Royce £inds
léétﬁriné thé easieSt form of breathing." I hope not to be so

Wh 1 the sponsors of this program asked ﬁé to talk about
personal and profeSSIona1 reneWal they came to me on ﬁy own
gronnd’ George Bernard Shaw sald that lf a man has an§?hin§ to
tell in thlS World the dlfflculty lS not in gettlng hlm to
tell it buc in preventlng him from telllng 1t too often.

But I'm not gotng to talk to you as an expert Many of
you know as much about renewal as I do. And anyway, I'm not
youiig enough to know ever?thinéz Let me just éﬁéak to you as

another human being talklng of thlngs we all experlence.

I once wrote a book caiied Self Renewal that deals w1fh

thé déca? and renewal of societies, organizations and
individuals:. I éﬁpioréd the questlon of why ClVllIZ&tiOnS d1e
and how they sometrmes renew themselves, arnid the puzzle of why
some men and women go to seed whiie others remain v1tal all of
thelr ixves. It s the latter questlon that I shall deal with
tonight.

What s at stake is not only your own personal growth but

the creativity of our society. Our soc1ety gives 1nd1v1duals a




chance to be what they can be. It glves our 1nst1tutlons,
profit and nonprofit; a chance to be dynamlc

But institutions don't make themselves dynamic. The
process starts with individuals. it starts with §6ﬁ. I know
that you as an 1ndrv1dual are not golng to seed. But the
person se ated on your rlght may be in fatrly serious danger

We've all seen men and women, even ones in fortunate
c1rcumstances thh responsxble pos1t1ons, who seem to run out
of steam before they reach ltfe s halfway mark

One must be compass1onate in asses51ng the reasons.

they could solve. t happens. Perhaps oomethlng 1nfllcted a
major wound on thelr confldence or therr pride aerhaps they
were pulled down by the h1dden resentments and grlevances that
grow in adult life,; sometimes so luxurlantly that like tangled
vines, they immobilize the victim.

I'm not talxlng about people who Jhil to get to the top in
achievement: We can't all get to the top, and that isn't the
polnt of llfe anyway I'm talkrng about people who have
stopped learnlng or growlng or trylng.

We can't write off the danger of staleness, complacency,
growing rigidity, imprisonment by our own comfortable habits
and opinions.

Look around vou. How many people whor you know well are
already trapped in fixed attxtudes and hablts. i famous French
wrlter sald "There are people whose clocks stop at a certain

po1nt in their lives " I could without any trouble name a half
2
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dozen ﬁationai figures resident in Washington, D. é;; whom you
would recognize, and could tell you roughly the vear their
clock Stopped. I won't do it because I have to go back and
live iﬁ that town.

We have to face the éact that most men and women out there
in the world of Géfi are aééé stale than they wouid care to
aomit and more deeply bored than they know Tﬁéy are just
ploddlng along, aolng throuch the motlcns I don' t deride
that. Llfe is ~rd: Just to keep on keeplng on is sometlnes
an act of courage But I do waffy about undiscovered gifts,
about men and wWomen functlonlng far belcw thelr level of

potentlal Some are saved by job reaSSLgnment or promotlon, by

The myth of Slsyphos has llngered in many dlstlngulshed
minds. He was, of course, the mythxcal flgure condemned by the
gods to roll a large stone up a mountain only to have it sllp
from his grasp as he reached the top and roll back down a&aiﬁ;
so that he had to repeat the performance through all eternity.
The French wrlter, Albert Camus remarked that Sisyphos was
basically a happy man and I don't resist the notion: Life is
endless trylng and the human organlsm is well des1gned to deal
w1th 1t--though we're also deSLgned to crumble volubly in the
process; In the case of Slsyphos I don't worry about the hard

work and recurrent faxlure. That's llfe I worry about hls

learning curve. The mountain may have been steep, but after

16




1évei as the Eonnewille salt Flats:

i recognize that there are some who are qulte happy with a
klnd of daytlme somnambulism in thelr worklng llfe, but my
observatlons over a lifetime convince me that most people enJoy
learntng and growlng. And many are clearly troubled by the
self assessments of mrdcareer. Yogi Berra says you can observe
a lot 3ust by watchlng, and I've watched a lot of mldcareer
the path they've traveled Dld I waste my life? Did I olimb
the wroné mountain? Did I give what was in me to glve? How
ﬁaﬁy times l have heard those Qaestlons from people in their
middie years!

But if we are ééﬁééious of the danger of ébiﬁé to géé&; we
can resort to countervailing measures: You don't need to run
like an unwound clock. ind if vour clock is ﬁﬁwdﬁﬁé, you can
wind it up again. You can stay alive in every sense of the
word until you fail phys1cally A few of you may feel that
that Just isn t possible for ?6&, that 1ife has trapped youi.
But you don't know.

I pointed out in my Sook self-Renewal that we build our

own prisons and serve as our own jailkeepers. But if we build
the prlsons ourselves, Wwe can tear them dovn ourselves.
IndLVLduals who remaln v1tal have learned not to be 1mor1soned

by flxed hablts, attltudes and routines.

knowledge. Among your obligations, you have an appointment

17




with yourself You have a task of selfidiscoVéfy, of
understandlng the breadth and depth of your own ngts and
perceptlons and potentlaiities. Josh Bllllngs said, "It s not
only the most dlfflcult thlng in the world to krow oneself, but
the most 1nconven1ent too."

It's sad b&t trué that most men and women §o throuéh life
only part1al1y aware o: the full range of their capacities.
Seif-knowledge, the beglnnlng of wiéaéa; is iaiéé out for many
people by the Increa51ngly effective self deceptlon they
practice as thei grow older: By middlé age many of us are
accompllshed fugltlves from ourselves.

There's a surprising down-to- earth usefulness in 1earning

not to lie to yé&fééiff

yéﬁﬁg ﬁéapié. In a piece I wrote for Reader s Blgest not long

ago I gave what seemed to me a partlcularly 1nterest1ng true
example of renewal. The man in question was flfty-three years
oid; Most of hls adult life had been a 1os1ng struggle agalnst
debt and mtsfoitune. In mllltary service he recexved a
battlefleld lnjury that denied him the use of his left arm.

And he was seized and held in captivity for five years. Later
he held t’w’é 'g"csvern'ment ﬁobs, succeeding at neither. At fifty=
three he was in prrson--and not for the first time: There in
prlson, he decided to write a book; driven by Heaven knows what
mottve--boredom, the hope of galn, emotronai reiease, creatlve
lmpulse, who can say? And the book turned out to be -~~~ of the

greatest ever wrltten, a book that has enthralled the d for
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over 350 years. The prisoner was Cervartes, the book Don

Quixote:

I undsrstand it wﬁeﬁ people in their forties or early
fifties tell me they're too old +2 change. I held a similar
viéw at tha“ time ir my lifé; wﬁeﬁ I wés Eiétyitwé I was
books, and I assumed--not unreasonably I thlnk--that the
toughest l rnlng experlences of my 1ife wers bEthd ne. ﬁow
&féﬁé I was! Ahead of me lay the gruellng experxence of being
Secretary of Health Education and Welfare, nd then - t

flfty-elght years of age the 1mprobable adventuta of startlng a

cxtiéens movement . Both were what I call head over-heels

learnlng experlences. We love to tell young people the orderly
way in which we dec1ded we had to learn eomethlng and then
learned it. qut the really great learnxng experiences are
anything but or&erly. You're like a very small boy in a very
big wave.

If we're wxlllng to learn the 6§§6£t&ﬁities are
éeééywﬁéfé; You may remember the American mother show1ng her
daughter the statue of the Venus de Mllo in the Louvre and
saying WThat'1ll teach you not o bite your fingernails.”

Recognize that life has a lot of chapters and that you
have withln you resources and possxbllltles that you cannot now

know or perhaps even guess at. I dlscovere& new dlmenSLons of

my own abilities in my thlrtles, fortles and even in my




fifties. Perhaps that juSt means I'm a slow learner, but I
suspect i£ happens to a lot of us:

As the years pass, you grow beyond the stage of having to
win merit badges: You don't have to keep up with the Jones':
Jou can achieve the simplicity that lies beyond sophistication.

Now let me shift the focus a bit. The nature of one's
personal commitments is a significant factor .n remewal; so let
me say a word on that subject.

f once lived in a house where I ébuié ioci out a window as
I worked at my desk and observe a small herd of cattle browsing
in a neighboring field. And I was struck with a thought that
ust have occurred to the earliest herdsmen tens of thousands

of years ago. You never get the impression that a cow is about
to have a hervous breakdown. Or puzzling about the meaning of
life.

Bumans have never mastered that kind of complacency. We
ife worriers and puzzlers, and we want meaning in our lives.
I'm not speaking i&ééiiééiééiiyi I'm Sﬁating a plainly
observable fact about men and women. It's a rare person who
Gan go through life like a homeless alley cat, living from day
to da§; Eikiﬁé its pleasures where it can and a§iﬁ§ unnoticed.

That isn't to say that we haven't all known a few alley

cats. But it isn't the norm. It just isn't the way we're
built.

As Robert Louis Stevenson said, "Old or young, we're on

our last cruise." We want it to mean something.
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For many this life ié a vale of tears; for no one is it
free of ?éin. But we are SO de51gned that we can cope with 1t
.f we can iive in some context of meanlng Given tha“ powerful
heip, we can draw on the deep springs of the human spirit to
bear with the things we can't change, to see our suffering in

the framework of all human suffering, to accept the gifts of
life with thanks and endure life's indignities with dignity.

In the stable periods of history, meaning was supplied in
the context of a coherent community and traditionally
prescribed §éttétﬁs of culture. On heing born into the society
you were helr to a whole warehouse full of meanlngs Today you

can't count on any such patrlmony You have to build meanlng

1nto your 1xf and you build it through your commxtments--

lt to your life's work to loved ones, to your fellow humans.
Young oeopie run around searchlng for ldentlty, but it isn't
handed out free any more--not in thlS transient, rootless,

pluraligtic society. Yo;r I&entxty is what you ve committed

yourself to.

It may just mean d01ng a better job at whatever you re
doing There are people who make the world better just by

bexng the klnd of people they are-—and that too is a klnd of

commltment. They have the glft of klndness or courage or
loyalty or integrity: It matters very little whether they're
behind the wheel of a truck or running a country store or

bringing up a family.




We tend to think of youth and the active middle years as
the years of commltment. As yéu ééé a llttle oidér, you're
told you've earned the right to think about yourself But
that's a deadly preseriptioni People of every age need
commi tments Béyéﬁé the self, need the meaning that commitments

rison, as every

[
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provide. Self preoccupatlon is
seif- absarbed person rlnally knows. Commitments to larger
purposes can get you ~ut of prison.

Now I've dlscussed renewal at some length, but 1t isn't
pégéibié to talk about renewal w#ithout touching on the subject
of motivation: Somecne deflned Horse sernse as the good
judgment horses have that Drevents ther from bettips on people.
But we haVe to bet on people--and I place mv bets more oftén on

hlgh motivation than on any other quallty except judgment.

strong motivatlon. The world is moved by hlghly motlvated
people, by enthusxasts, by men and women who want somethlng
very much or believe very much.

I'm not talking about anything as narrow as ambition.
After all ambition eventually wears out and probably should.

But you can keep your zest until the day you dle»

Another s1qn1ficant 1ngred1ent in motrvation is one's

attrtude toward the futu Optlmlsn is unfashlonable today,

partloularly among 1ntellectuals. Everyone makes fun of 1t.

Someone said, "Pess1m1sts got tbat way by financrng ODtlmlStS.




But I am not pésé’imiééié éﬁa I advise you not to be. As the
fellow safdf "I'd be a p imist but it would never work."

Perforxance IS profoundly 1nfluenced by one's sernse of
what is possible. It 7as once considered phystca}iy lmposslble
to run the mile in four minutes. When Roger Bannister broke
that tlme barrter; he also destroyed the mental barrier and two
others ran below four minutes within a matter of months. In
Jearning situations, the attitude of people toward what is
possible for them goes hy the riame of confidence (or lack
thereof). And as everyone Knows; ﬁeoﬁie are at considerable
advantage if they believe in themselves.

When I was Secretary of ﬁealth— Education and Welfare; I
was conver51ng w1th Marttn Luther King after a Seminar on
education. The b‘ack woman leadlng the seminar had entltled
her taik iiFff’st; Teach Them to Read." Kiné commented to me
that he agreed in prtncxpie but added "For our chlldren,
there's one thin§ more important. First teach them to believe
in themselves." Of course his remark wasn't at odds with the
woman's topic. She might help them to believe while teaching

them to read.

Renewal, like iearniné; tends to occur more readiiy in
those who have a p051t1ve attitude toward the future. If not
optlmlsts, they are akin to that breed

americans used to be famous for their optxmlsm ﬁe
thought everythlng was poss1ble, that there was a sotution to

every problem, that nothing could ever really go wrong for
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América. Now a lot of Amerizans ave afflicted ~1th a deep
pessimism; even despair.

I can tell you that for remewal, a tough-minded optimism
is bést. The future is not shaped éy people who don't reaily

believe in the future. Men and women of v;tallty have always

been prepared to bet thelr futur even their lives, on
ventures of unknown outcome:. If they had all looked before
they ieéped; we Wduid stiii be crouched in caves sketchlng
animal pictures on the wall.

But I did say Eéﬁ;ﬁ-aiﬁaéa optimism. High hcpes that are

dashed by the flrst fallure are precrsely what we don't need
We have to beileve in ourselves, but we mustn t suppose that
the path will be easy. It's tcugh as hell Life is painful;
and rain falls on the just and Mr. ehurchlii was not heing a
pess1mlst when he sald "I have ndthiné to offer, but biécd,
tcil; tears and sweat." He had a great deal more to offer, but
as a good leader he was saying it wasn't going to be easy, and
he wWas also saylng somethlng that all great leaders say

constantiy--that fallure is s1mply a reason to strengthen

resolve.

i
H‘
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We cannot dream of a Utopia in which all arrangements
ideal and everyone is flawless. That is a dream of death:
fife is tumultuous--an endless losing and regaining of balance,
a continuous struggle; never an assured Victory.

thhrng is ever finally safe. EGéry imﬁééé&ﬁé hattie is

fcucht and re-fought; we need to develop a resilient;

1



iﬁ&éﬁié&ﬁlé mafaie timét énabiés us to face those féaﬂéiéé end

Now; hav1ng spoken of the 1mportance cf cenfiderce in Jour
own llfe, 1et me speak of your role in glVlnq conftdence to
othérs——because after ali yeu den t Just want to renew
yourselves, you want to~help others teward renewal. "It's
better to be lost than to be saved all alone:"

So what I want to say to you is thlS‘ In méﬁ§
relatlonshlps, the confldence you have in others w1l in some
aééfeé determine the confldence they have in themseives. in
leadlng, in teacbxng, i deallng w1tn young people, 1n aii
relatlonshlps of 1nfluenc1ng, dxrecting, guldlng, helplng,
nurturing, the whole tone of the relatlonshlp w111 be
condltloned by yéﬂr faith in human pOSSlbllltles. That is the
generative element; the source ef the current that runs beneath
the surface of such relationships when they are working as they
should.

For my part I couldn't have doue the thlngs I've done in
this life without that faith. I couldn't speak is I'm peaking
now thhout that falth Forglve me 1f I put xt In terms of my
own dee§é§t beliefs; Which have religious roots: I know that
each of you has within you more power to do good than you have
ever used; more falthfulness tban has ever been asked of you,
more stren&th than has ever been tested, more to glve than you
have ever given.

So I come back to the relationship you have to others with

whom you are working:




In the conventlonal model people want to xnow whether the
followers believe in the ieader. I want to know whether the
ieader belleves in the followers. And I want to know the same
when the aﬂt1v1ty is not 1ead1ng but teachrng, counseiing,

adv1srng, helpxng, guidlng, nurturtng.

Wllllam James said that just as our ccurage is often a
refiex of another s courage, SO our faith is often a faltn in
someone s else’s falth. When you're °ngaged in any of these

activities, let the faith begin w1th you.



ACADEMIC CULTURE

B Peter Seldln
Professor of Management
Pace University

I'd like to approach the issue of professional and
ﬁéfécnéi renewal frcm an crganiiéticnél ﬁéfgséééivé and focus
on academic culture. It is an important topic because it
relates to every college and university.

I thlnk we would all agree that colleges and

tnfverSLtles--irke 1nd1v1duals--have unique perscnalltres The

staff and students what is important, what is iinifﬁfacrténi::; and
how they are expected to de thlngs. iccsei? defined, academic
culture is the amalgam of beliefs;, mythology, values and tones
that-—eVén more than its students and faculty--sets one
institution apart from another Academlc culture is a term
that describes rather than evaluates. By thet I mean that it
is concerned with people s perceptlon of the coilege or

unrver51ty, not whether they llke it or not.

Let me grve you a few examples:

consrderable authorlty and responsrblilty But at

others, the chair is 51mply a flgurehead

At some. 1nst1tutiens the faculty is pressed to do

extensive research and publication. -At others,

invoivement in research and publication is regardéd much
more casually.

Peter Seldin
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degree of warmth and support to faculty. But at others,
the faculty is percelved as an adversary.

themselves, most wlll use srmxlar glowxng phrases. Sust look
at their brochures and catalogs. Vlrtually everg institution
reports that it is fervently dedlcated to its students, ethlcal
beyond a fault, emrnently fair to faculty and staff, a good
nelghbor in its communit§, beloved by its students, and admired
éy its ééﬁﬁétitefs. But thlS 1deallzed self portralt is open

to challeuge by those with a different perspectlve. And--nore

aspects of an institution's academic culture:

To sharpen the focus on this toplc, I'm golng to descrlbe
two qulte dlfferent 1nst1tutloas--we'll call tham college "A"
and eollege "B " By desran, they represent oppo51te ends of a
continuum: Most institutions, of course, will fall somewhere
in between.

Let § turn first to college LY Most professofs at
college "A" feel largely negative toward their institution.
They feel that their hard work and seriousness of purpose are
nelther recognlzed nor rewarded. Thé? ééﬁéi&iﬁ ahout the
absence of adminlstratlve support for facul y needs. Tﬁéy

experlence frequent confllct and bitter dlsagreement between

acadenic departments.

The professor are angry and hurt that no one asks for
thelr oprnron about 1mportant campus issues. The vast majorlty

of facult§ share these feelings. As a result, they have become
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lncre351ngly reluctant to glve that extra little bit in thelr

teaching, ré’éarch and service. In short, many of them just

aoﬁ*t éivé a aémn anymote.

§roféssors who teach at éoliééé WB," an institution that::i'm
h&ﬁﬁy to report--:s the equivalent of academic nirvana.

Professors at college "B" are enthuSiastic and posrtlve in

thelr feellngs about thelr 1nst1tutlon. They experience an

colleagues 1s commonplace; They feel that thelr intensive
effort as teachers, researchers; and members of committees is
genuinely anprcc*ated. They know it is rewarded. They

belleve- ﬂIth Justi 1cation--that they are actlvely lnvolved in

campus dec1s10ns that matter; The vast majority of prof ors

at college "B" have these feellngs, and because they do, they

willingly put in the acditional time and energy necessary to

excel in their work.
It would be deceptively easy to attribute the difference
between the performance of professors at colleéé A" and

college "B* to contrasting pay schedules, to the size of the

institution, 6t to ﬁérsonaiity differences. But, in trUth;

factors; what femains is the ney 1ngred1ent that accounts for

at thé two colleges. What remains 1s therr vastly dlfferent

academic cultures.
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Since academic culture is so important; the obvious

questlon bécomes, can we get an accurate plcture of it? The

answer 1s; ye;. From the research llterature and from

experlence we know some of the key characterlstics that
reflect the academic culture of a college or uﬁiyérsity; Let

me mentlon eight 1mportant factors and raise a key question or

two in order to clarify each: As we review them, I'd like you
to thlnk hard about th*se factors as they relate to your own

Institutlon. £t is lmportant though that you dlsregard your

blases, It IS rmportant that you try not to evaluate.

Instead, 3ust consider what is.

1. The flrst characterlstlc +hat reflects academlcf e
culture is support.. . ‘What degree of warmth and support
do administrators and faculty give to. each other? And

how. much warmth_and support is given by faculty

members to students?

2. The second factor is quallty of personnel. The key

question here is:  To what degree dc. admldlstrators,

faculty, staff and students have confidence in the

integrity and competence of each other?

3. Reward for performance follows. To what. degree is

recognition and reward for excellent performance by.

administrators or faculty based on clearly understood
criteria,; standards and evidence?

4, Communlcatlon pattern is the fourth characterlstlc.

The guestion here is: To what degree cdo:s ccmplete,

accurate, and meanlngful information flow up, down,
and across the institution?

5. Dec1s1on-making process is the flfth characterlstlc.

What degree of _genuine consultation and collaboration

= _ = ——— L=

exists in the decision-making. process? -How _involved

in important institutional decision-making are faculty
members, students?

6: eﬁe,sixth characteristic is conflict tolerance. What
degree oficohfliCt exists among faculty? - Between
faculty and administrators? And how willing are

people to be open and honest about these conflicts?
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7. Tdentity 1§7;mp9rtant. To what degree do faculty and

students identify with the entire institution rather

than with their own school or department or
dlsc1p11ne.

8. The last characterlstlc is sense of communlty. To

what degree do members of the college feel a sense of
family, a sense of. oneness? and to what extent do

they feel a sense of genuine sharing and caring about

each other?

ThlS last charactezlstlc of academlc culture~-sense of

communxty--xs one of the mest lmportant of all pecause it is a

globai of §iiﬁxﬁiéfy fééEéi—: It éméi:ijés from the bottom of thé

top: If You want to take a quick measure of the academic
culture of an institution, ask the first ten people you see on
the campus this questlon- How would yé& describe tﬁe sense ot
communxty at this colleqe or unlverSLty?

Each of these eight areas is a contlnuum in which the
academic cultufé of an institution can be seen. When taken
together, they give a reasonably good plcture of the
Instxtutxon; That picture will be given additional clarlty if
you do two other things.
éirst, pay attention to how your college or unxversxty
éféééé outéxders. Some lnstltutlons stllve to be warm and
ffiéﬁélf to viéitors; But others stmply lgnore v151tors and
pretend that they are not there. I saw this first- hand last
year when my w1fe and i were visiting collé§é§ with our middle
child, who was then a senior in high school. One factor that
we used to separate institutions was what we céiiéé the "warmth
factor." It was simply a count of the number of peopie--

stu&ents, faculty, or adm;nlstratlve staff--who made eye
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contact with us or smiled as we took our campus tour: I can
tell you that there was consrderable variation among the
1nst1tutlons; The numhers ranged from just two people at one
school to more thaﬁ tﬁéht? at another: The warmth factor is

not a scientific measure, of course, but it serves as a useful
reflection of an Ihstitution s academic culture.

The sacond thing that vou can do is to talk to a variety
of dlfferent peopie on and around the campus. I'd §ﬁ§§é§é that
you taik to present ané former students, consult w1th academlc
competltors, and questxon key members of the community. The

collectlve view of these people wrll be qulte revealrng and

will provrde a far more depthful and accurate view of your

photographs seen in caﬁéus brochures:

You might say; why go through all this effort? How
iﬁﬁortant reall Ly is the Information that w111 emerge° fn my
view, it is v1tal. The reason I say thxs; is that--in my
experience--lt is of the greatest 1mportance for campus
administrators and facuity menmbers to take a long arid hard and
honest look at the academic cuiture in their 1nst1tutxon.

If tney dc--and only lf they do--can they understand aud
Imorove their 1nst1tu11onal condltlon.

Not surprlsrngiy, the characteristics of academlc culture,
like the characteristics of an individual's personality, are
g&ité staisié aﬁé ci'u'rai:ié over time. For example, a
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over the years. A kind of cultural rigor mortis sets in and
resists change.

It is lmportant to recognlze that a great many caﬁpus
administrators were selected for thelr high positions because
their éayé of ééiﬁé things were in harmony w1th the ways of
their superiors. This kind of promotion-from-within policy has
the obv10usly laudable aspect of prcvidiné an incentive to
facultv and admlnrstratcrs to work hard to achleve promotlon
But lt also has a negatlve aEpéct. when an 1nd1v1dual spends
twenty years in an institution and is appointed the new
academ1c vice pre51dent, 1t is a Leasonably safe bet that the
academlc culture of that institution w1ll gc on unchanged.
When that happens, the usual result is academic stagration;
even decline.

process of rev1tallzatlon. Today, we know some cf the rules

for renewrng academic culture. A few whlch were squested [in

education. The others are suggested by practical experience:
?irst, 1nst1tutlons of hlgher educat101 must encourage a

climate of intellectual freedom in which hard uncomfortable

questions can be asked; a climate in which people are

encouraged to speak their minds without fear of losing their

Seccnd colleges and unlverSItxe must aétivéiy diminish
the influence of vested interests that grow like barnacles in
20
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institutions. Sich vested irnterests operate at every level:
Student— faéﬁ1t§; administrative staff: Every énénée tnréétens
someone's pr1v1lé§é§, someone's édthofit§; someone't status.
There can be no doebt tha* b*eaklng up vested lnterests is
dlfflcult and tlme—consumxng; But neople must learn that the
parts are subordlnate to the whole, that tne success of the
whole means the succes f ll f the parts.

Third, colleges and universities must have a good program
for *he recrultment and development of talent. éiﬁéé peopie

are the uitfmate source of renew1ng academio culture, thefe

lnto the lnstltutlon. Equally Important; thers must be an
eff ctive ongolng program of career development.
Fourth, since academic lnStltutlcnS run on motlvatlon on

morale, on oonv1ctlon pecpie have to 1earn to care. They must

An lmportant part of thxs xs treating ail fiembers of the
academlc communlty w1th respect and dlgnlty But it must Be
more than a slogan. It must be the real thlng It must come
to life in the styles and vaiues of the institution. In short,

it rmust be an 1ntegral part of ltS academxc culture.

faculty, the édminietration, and tne students look at éééii

other as adversaries, endgaged in a continuing struggle. Trust




is ofteﬁ iﬁ short snpbiy. So is lnstltutlonal loyalty.

various campus groups is slow, painful work: It means reaching
out to others. It means knowing that soms of your efforts w1ll

ﬁfoSEEiy fail. ereatlng a true Campus cCommurizy is adrrttedly

difficult. But it can be done. We knaw the essentia} building
Eiocis. fhéy are open communicatioﬁ; ﬁoﬁésti; ihtééfit?; and a
shared sense of purpose.

What it comes down tc is Eﬁtéi If we wéﬁt to renew the

academic culture of our college or university, we must take

these difficult steps. ﬁé s1mply have no chozce. Many of YCu

will be Wiéﬁéiééi; Some will say, we could naver do 1t on our
campus. Othtrs w111 say, we trled some of these things before
and they didn't work. Still others of ioﬁ will say, the vested
interests cn our campus are ﬁust too strong. Why should we
bother to fight them?

To those of you who say those thlngs, let me recaii the
wisdom of Dr. Benjamzn E. Mays, the former president of
Morehouse College ﬁééé in Atlanta:

It must be born in mlnd [he sald] thatrthe tragedy of

1ife doesn't lie in not reaching your goal. The tragedy
lies in having no goal to reach.
It's not a disaster to be unablé to capture your ideal.

But it is a disaster to have no ideal to captilre.

It's not a disgrace vot to reach the stars. But it is a
dlsgrace to have rio stars to reach for.

conference has a star to reach for. It is the shlnlng star of

academic renewal.

L.
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PRESSURES OF THE PROFESSORIATE: A NATIONAL
STUDY OF FACULTY STRESS AND COPING
walter Gmeich

This session presented the findings of the National
Faculty Stress Réééaféﬁ Proféci at %ééhingtcn State University.
The project was undertaken co 1) identify job situations
sercaived by facul:y zs most stressful; 2) group these
stressful job situations into interpretable factors; 3) search
for significant relationships betweer perceived stress and
personal and professional factors such as academic discipiine,
rank, tenure, and age; and 4) identify strategies for faculty
to cope with stress: This national study has been replicated,
uﬁiiizing the Fééﬁliy Stress Index, in a number o% Eurcpean and

Middle Eastern countries.
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.ESSON NUMBER ONE: BEGIN WITH THE FACULTY

Thomas J. Trebon

Joyce Smith.
Marllyp Rigby

eften, faculcy developwent act1v1t1es are coriceived,
ﬁlahned; Inxtxated; 1ﬁ§1emented and evaiuated in the main, by
academic administrators. There is only limited involvement of
faculty, except as partLC1pants upon which the developﬂent

activities will descend. The programs are cften d951gned or

at least perceived so, to be in reaction to deficiencies and/or

dltflculCLe within the facu‘ty At tlmes the act1v1t1es are

vxewed as fcrced upon the faculty, as a means of changlng an

1nst1tutlon/ce§artme '/program/curriculum "from the top down,"
and as "summative" in terms of evaluation. Too often they do

not 1nclude faculty to any great degree in assessing what are

the needs of the faculty and/or the 1nst1tutlon’deoartment/
prcéraﬁ/curriculuﬁ: whetner or nct ﬁraﬁieﬁé; concerns; or
deflcleﬂcles exist; what should be the speclflc faquty
deveiopment pro;ects and act1v1t1es, who should be the
participants; what should be the mode of operation; and how
should one assess the results:

éﬁis panei ﬁresentéd an aiternative approach Which has
activities; but also in fostering and leading to a number of
addltloﬂal "w1ndows of opportunity" for faculty Tﬁé baﬁel
argued that the first lesson to ke learned concernlng faculty

extensive involvement of the faculty in the program's
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initiation, development, and implementation activities. while
1nvolved as partlc1pants--and often spectators--ln faculty
development pr03ects, faculty are not so often 1nt1mately
1nvolved as 1nlt1ators, planners, presenters, 1mplementers, or
éValuators; while aééééaié admfnistrators (presidents, vice
presidents, deans) also need to be involved in the entire
process, the direct lnvolvement of the faculty whose
development is the "object" of the exercise needs first
prioriti’

The panel presented both a successful béééégé of
initiating, 1mplement1ng, and evaluatlng a facult§ aévélasaéﬁf
praéfaﬁ and a number of the major features of that program as
1t has come to be at Rockhurst Colleée; Both the process of
establishment of the program and the program features
themselves serve as models for other four year, llberal arts,

medlum size, lndependent lnstltutrons; We discussed the

inltial steps whlch led to the flrst faculty development

project at Rockhurst College, in recent years that cf
Presidéntlal Grants; hese were faculty 1n1t1ated de51gned

and (for the most part) 1mplemented efforts. Faculty have been

lmplementlng, and assesSLng the program Academlc

admlnlstrators are *nvolved seconnarlly (but 1mportantly),
especially in securlng adequate fundlng We pfesentéd a

hlstory of the evaluat*on of the Pre51dent1al Grants program,




feedback on proposals to presenters; assess sing the impact of

the grants on facﬁiti; stuaents, currlculum, departments,

the @faaégg, especially the development of greater maturlty and

sophlstlcatlon of the process and pro:ect Itself A report on
the number, topics, type, and funding of specific projects was
prondéd; in addltlon to a formai description of the process
today.

Flnally, we indicated the éayé in which this éfiéiﬁai
project has opened up "wlndows of opportunlty" for other
facﬁlt? déVélopﬁénE pfajééts; The initial &fforts have lad
directly to such important and ongoing faculty developrment
aetivitiés as s bbatlcals, brown bagger presentatlons, facnlty
éélloédia; twice yearly workshops for faculcy and
adminictrative staff; increased involvement in professional
associations and activities, increased attendance and
participation in conferences, some increase in scholarl§
research and publlcatlon; 1ncreased avallabilxty of ass1stance

for grant related projects, and lncreased support for

scholarshlp generally As a result of tﬁe faculty led and

College have grown and been sustalned as a most lmportant part

of the academic life of the College
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SANTA CuARA 'S DO-IT- YOURSFLF FACULTY

DEVELOPMENT PROGRAM
Elizabeth Moran

In the sbriﬁé of 197 an ad hoc facﬁlty committee
recommended the establishment of an Office for Faculty Research
and Renewal; Presrdent William Rewak, S. J., created a
position which combined these two functions with that of
Graduate Fellowships and appointed Professor Elizabeth Moran as
Blréctor of Graduate Fellowshlps, Faculty Research and Renewal.
In this Capac1ty ( now called Eirector, Faculty Development and
Graduate Fellowshlps;; Professor Moran works wrth the Faculty
DéVélemént cammittée to plan worksﬁéﬁé aaalﬁfaafaag for
ThlS Committee has since become a standlng committee of the
?acult? Senate with members appointed for overlapping two-year
terms to provxde contlnulty. All are faculty members who
represent, ot only the various schools and colleges, but also
the tenured and nontenured faculty.

on a limited budget but on "hard money," the Faculty
Developmer £ program has become a significant part of the
academic life at Santa Clara. Over the las: zight years, five
to six workshcps heve been offered each year. One of these is

an ovelnlght at Ua;ver51ty,expense whlch includes three meals.

Held at Villa Mzria on the beach at Capitola, this workshop
usually attracts from tﬁeﬁii-five to forty participants.
"S&ress Nanagement," and "Publishlng a Manuscrlpt" to

"University Teacher as Victim" (of studenc, administrative,
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departmental and personal demands): In every case, we have
used our own faculty expertlse plus an occasional visiting
consultant. Program suggestlons are sol1c1ted from faculty,
department chalrs; and deans follow1ng a kickoff luncheon in
tﬁe éaii. Ehé ?acuity 5éVélopment Committee ﬁeéfs t-ree times
session. In the spring plans are made for the coming year. At
that time each member (including the Director) volunteers to
coordtnate one workshop. For the overnlght two or three

own interssts.

As wWe meet across dlsc1pllnés, we niot only develoo shared
experiences but we also learn what our cofmon concérns are.
This had led to an increased sense of collegiality. For

xample, when an engineering faculty member hears of a writing

method which works for an English teacher and wants to try that

communicatlon we hoped for when this program began.

In addttxon to 1nit1at1ng and coordlnatlng the workshops,
the Director carries on other klnds of faculty development
activities on an individual basis. She conducts small group
evaluations of individual faculty members by request and
provides feedback to colleagues on their teaching. She also
edits faculty proposals and advises faculty on various career
aspects.

What Santa elara s Bo-it yourself Program offers other

institutions is a way to prov1de an economical and esfective
28

41



faculty development program so long as the faculty committee
meets the challenge with energy, enthusiasm, and imagination.
Our success is due to the faculty who serve because they care

about their profession and their colleagues.
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FACULTY WELLNESS: THE ULTIMATE PERSONAL RENEWAL
Douglas M. Semenick

The term wellness has become popular recently and has
become the catchword of the fitness boom and attempts by
industry to curb skyrocketing health care costs.

What is wellness? Wellness is a decision the individual
makéé to move toward optimal health. Wellness involves
learning how to become and stay healthy. Wellness means
action before serious health problems develop.

Total personal wellness is multidimentional and includes
physical fitness, nutritional awareness, environmental
sénéitivity, and stress awareness and management: The Success
of wellness programs depends on the individual is taking
responsibility for moving toward optimal personal health.

The Wellness Program at the University of Louisville is
the most popular offering at our Center for Faculty and Staff

Development. Everyone involved with the Wellness Program is a
winner. Administration wins because statistics show that three
dollars are saved in health care costs for every dollar spent
and faculty get the fseling that the administration cares about
their personal well-being. Faculty win because they becoiie
healthier and happier which tends to increase self esteem,
ultimately leading to a more productive (and less expensive)

emplovee.
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At the University of Louisville, we offer to all full-time

faculty and staff a Tééai Weiiﬁess Package whick includes the
following compeonents:

1. Exercise Physioclogy Laboratory Testing and Evaluation.
Included in this pﬁase is & graded exercise test conducted by a
cardiologist, a complete blood chemistry analysis,
determination of body composition and an individualized
exercise prescription.

2. Nutrition and Wéiéht control. Counseling is conducted
by diétitians on our ﬁﬁiééféiiy faculty. The program ineiudés
a computerized dist analysis and evaluation of blood chemistry
and body 66ﬁ§6§iEi6ﬁ measurements. Follow-up sessions focus on
diet modification.

3. Stress Awareness and Management. Each participant
takes a battery of paper and pencil self-evaluations and
receives a biofeedback analysis: Féiiéw Up sessions include
aﬁaiysis of personal stressors and btdéféééivé féléiaéidﬁ
training.

4. Exercise. Various exercise classes

re offered
before, during, and after work hours. Exercise classes include
serobic exercise, weight training, swimming, and "outpatient"
bfééféﬁé i.e., {(brisk waikiﬁg, cyciing, ﬁogging outside the
University setting).

our Total Wellness Package was offered on a first-come,
first-served basis to the first 225 at a reduced cost with our
adminstration picking up the greater share of the program Cost.

Almost 500 signed up in the first two weeks. One out of three
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of our faculty participated in some phase of our wellness
program in the first year of operation.

There ars several additional wellness opportunities for
faculty not involved in the Total Wellness Package. Additional
wellness programs include the Center for Diseass Control
WHealth Risk Appraised", health fairs, a series cf "Healthy
Lifestyle" seminars focusing on variaus Weiinéss topics (stress
marniagement, fat control for life, how not to have an achiﬁg
back): We also work with various local and government agencies
to offer CPR, first aid, safety ciésSes, as well as a back

school.
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BRIDGING THE GAP IN HUMAN RELATIONS
Katheryn Davis
Lettie Lockhart
Peggy Cleveland
A university is truly a culturaily plural environment.

The positive element of this environment will be realized only

{f there is a héaithy interacticn among the diverse éréﬁﬁé.
Such interaction provides a means of coping with intercultural
tensions that are natural in a growing; ayﬁamié uﬁivets;ty
community:. The purpose of this workshop was to sensitize

participants to cultural differences which affect inter-group
communication and to develop strategies for incorporating
activities in their own settings which enhance the positive

aspects of a culturally pluralistic environment.
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PROFESSIONAL RENEWAL OF FACULTY THROUGH

REDIRECTED EFFORTS
Merl Baker

With nearly 40 percent cf the faculty members reporting in
a recent Carnegie Foundation Study that they would consider
leaving academia; now ié tﬁé time for renewal. The conclusion
of the study that the "profession is deeply troubled" also
poiﬁt to the urgency of renewal.

The 30 percent stating that théy felt trapped in their Jjob
is believed to reflect the most séfi'o’ti’s of several concerns.
The thesis of this paper is that dissatisfied faculty members
have no reason to feel trapped. They may indeed be approaching
a formidable roadblock, but for most it is not too late to
jobs outside of academia are very competitive and difficult to
obtain for experienced faculty. The alternative to the
dead-end road seen by many faculty is not a parachute
programmed to land in greener §é§3ciiréé, but fédii‘édtio’ﬁ within
academia-

At some universities the efforts of experienced faculty
mémbers are distributed among a diversity of duties, including
teaching, research, public service, and national professional
societiecs. These multifaceted work opportunities tend to renew
and burnout is attentuated. However, a majority of faculty
'riiétﬁia’éfs are employed at institutions heavily comm1tted to
undergraduate teaching only.

beveloping non-credit seminars for adult students in these
institutions can be substituted for a part of the repetitive
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undergraduate credit course load. The developing special
programs for international students is another example for
dxverSLtylng the work of faculty members in the teachrng
institutions. aééigh of learnlng experlments comparing the
relatlve 1mprovemehE§ of marginal students in respondlng to
1nnovat1ve stimuli is an option open to all institutions tc
help redirect the faculty

Diversity of assignments ié beﬁéficiél but not adequate to
fielé; 1o longer attractlng a suff1c1ent number of brlght
students to enable a viable academic program Tenure should
not inhikit a faculty member from seeking renewal through
retraining in a related but growing field. No fééﬁlty membér
should be ekpééted to perform a Service in a subject area for
which he/she does not feel quailried However, in the past too

llttle attentlon has been given to redlrectlng unchallenged

leaders of spéciai projéctg.

Pollcy should permxt long -term renewal benefits through
1nvolvement in profeSSLonal societies, and educatlon experl-
ments.

parachuting to greener fields outside of academia is not
the solution for many of the 52 percent ei&ﬁrésélﬁg this
preference in the Carnegie study, but renewal is necessary and
is a realistic alternative.

L
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RENLWAL THROUGH ALTERNATIVE TEACHING?
_George C. Helling
Barbara B. Helling

Renewal was defined as "anything that returns one to the
classroom with greater capacity and energy for teaching." The
hypothesis was that an opportunity to teach in the paracollege,
an alternative track to the B.A. tha. provides the teacher an
opportunity to ééaéﬁ new content of oneé's choice in small
groups usiﬁ§ ﬁéitiéiﬁéiéfy styles, would be experienced as
renewing. We interviewed all faculty members who had completed
a period of teaching in Paracollege, as well as a small sample
of persons who had no expsrience in Paracolleége. Tre
hypothesis was not strongly confirmed--only about a third found
the paracollege experience primarily renewing, and nearly as
many found it too déﬁanéiﬁg; However, asking about renewing
experience, given this definition, produced the serendipitous
finding that the most rerewing experience for teaching was a
wgood teaching experience." Forty percent of all the responses
described teaching experiences, almost three times as many as
the next most frequent category (sabbatical or other leaves).
In turn, a i;g'e'e'éi" teaching experience was described as active
involvement with responsive learners. Combining this finding
with others, we conclude that what is renewing for teaching is
éipériénce that provides social validation of the seif as
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RENEWAL ACRC»S THE RA.KS.i PROGRAMS TO DEVELOP JUNIOR

FACULTY AND TO REVITALIZE SENIOR FACULTY

Linda L. Dolive
Lyle A. Gray
The présentation focused on a éoﬁﬁréﬁénéivé set of renewal
programs sensitive to and customized for addressing differing
needs across faculty ranks. The developmént activities
fostered are of particular relevance to predominantly

undergraduate teaching institutions. The programs were

developed (and maintained) at a public institution with a

frequent.

three-pronged program was created by which the talents
and energies of a young faculty at a newly formed institution
(opened in 1976§ could be channeled to generate Signrficant
scholarly and creative activrty without the presence of senior
nentors. The result has been 1) a faculty whose professional
growth and reputation extend far beyond the norm for a
predominantiy undergraduate 1nstitution and 2) students who
benefit from research opportunxties often not availakle to
undergradua es as well as through being taught by faculty
having a renewed entbuSiasm toward teaching. Outcome
information on faculty activ1tres is the more SLgnlflcant since
most of the faculty were hired directly from graduate school.

By the 1980s there were increasing numbers of senior

faculty. Hence, a second group of programs was created

specifically to revitalize senior faculty members. Redirection
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of faculty was desired for a variety of reasons, and
conseguantly a variety of programs was implemented. These
progrums range from retraining activities to ﬁatiéﬁai facuity
éiéﬁéﬁgés to university professorshibs with selected

preragatives:

The presentation format was to describe the programs and
seven-year period, 2) the junior faculty's candid thoughts on
how they believe development programs have enhanced them as a
teacher and scholar, and 3) case studies of the redirection of
initiate renewal programs to meet their specific campus needs.

éénéwai programs have demonstratively enhanced faculty
professicnal and personal development with special attention
being given to the differing needs at the junior and senior
ranks. Their success may be attributed in large measuze to
féé&iéyAffdm the outset having been directly involved in the

programs' formulation, evaluation, adaptation, and extension.
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SUPPORT AND RENEWAL FOR PART-TIME FACULTY:

A MODEST PROPOSAL
Michael E. Siegel

As college and universities seek to respond to the volume
of student demands for courses in such fields as business and
computer studies, they will continue to rely heavily on part-
time faculty: In fact, according to a recent review of the
literature by Judith Gappa (1984), part-time faculty today
carry about 15 percent of the tctal college-level teaching
load.

The particibétiéh of part-time faculty in higher education
is attractive, since these individuals frequently command the
expertise in the aforemercioned fields and since they are
wiliinq and anxious to teach at ﬁigﬁt or on weekends.

On tiie other hand, part-time faculty need assistance to
develop the necessary skills that are associated with effective
teaching. Expert in Eﬁéif professional fields, such faculty

are frecuently novices in the classrocm: But they are also
eager to learn and surprisingly receptive to training and
+oaching improvement programs.

This session elucidated the éhéiiéﬁge facing institutions
of higher education in providing adequate opportunities for the
development of teaching skills among part-time faculty. It
argued that thers is, in fact, a critical need for increasing
the levels of training and support ~vailable for part=timé
faculty. The author described the substantial faculty
development program at The UniVérsity of Maryland's University
College, the Center of Adult Eduéatieﬁ; The emphasis was on
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those programs which seem to excite part-time faculty and which
demonstrably iﬁbtoVé thei~ teaching performance.

The séssion concluded: Qﬁality control is an incréasirqiy
pervasive concept in business and in other aspects of American
society. It is to be so in education also, as the growing
"jocountability" or "assessment" movement grows. It is
incumbent on institutions of higher education to contribute to
quality control, in terms of providing appropriate support and

training for the increasing ranks of part-time faculty members.
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A MODEL FCR PROFESSIONAL DEVEEGPMENT
Kay Herr
professxonal development program, colorado State Univerexty

offers 1nd1v1dual consultatlon, admlnlstratlve levelopment

through a series called "Eeadershlp CSU" begun in 1985, and =2
highly successful program of worksnonf and seminars. We have
specxally 5cheduled workshops and faCL v discussion ééé&ﬁg
durxng the academic year and in May during the week irmediately
follow1ng graduatlon; There is also a monthly Zorum called
"Let's E:aiic Teaching” (LT?), which has bean in existence over

ten years.®

Our most intense effort 1s, howeVér; the ProfeSSLonal
Bevelopment Institute offered for three days in January between
New Year's and the beglnnlng of the semester: This Ihgtltdfe
has been bresented for seven years, and in 1986 we offered our
faculty and staff thirty-four sessions on topies in thé areas
of teacnlng, rfefarch, service and §éfésﬁa1 needs. The degree

of part1c1pation has been phencmenai and increases each yvear.

To date 123 different sessions have been offered many several
tlmes, and nearly all are conuucted by our own personnel

All profeSSLOnal development activities are b1=ed on
premlses about the responsxbilities of the faculty member, the

department and college; and the Unxversxty; At no time has

*Moreover, we are fortunate to. have a mlcrocomputlng facility
devoted solely to faculty development.
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participation in any program been mandatory; nor has there been
coercion. The administration has given greater moral than
financial Support, and costs have been kept quite low.

We strive to have ail presentations of high quality and
seek to defonstrate professionalism and innovation in the
presentations themselves. The principle is very simple--make

it good, and people will come: The large variety and number of

sessions appear to provoke participation from that elusive

group which persons in professional development try so hard to

reach, i.e:, the ones who need it the most. The intensity also
contributes to overcoming the two opstacles to participation in

such activities--lethargy and the feeliﬁé cf Béihé threatened.
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FINANCIAL PLANNING FOR FACULTY

Ted Ridlehuber

This presentation from the perspective of a financial

strategist focused on the academic institution's responsibility

to support efforts to foster long-term financial planning on

the Eéfé of faculty; as individuals and as a group The

session included information on planning for personal finances
and savings to meet future needs. An institutional perspective
was taken to encourage effective programming and faculty

development activities in this important area.
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COPROF: s COOPERATIVE PROGRAM FOR THE
PROFFSSIONAL RENEWAL OF FACULTY
Joyce T. Povlacs
- Ted E. Hartung
paniel W. Wheeler

The Colleges of Agriculture of the Universities of

Nebraska and Mlnnesota have 1nit1ated a eooperative Program for

the Renewal of Faculty, or "COPROF;" Inltlated on a shoestring
budget with a "ploneer" group in March 1983 the pfégfaa is now

of Postsécondary Educatlon (FIPSE); Altogether, to date, we

have Eaé four groups of faculty with over eighty participants

from our two campuses. The purpose of COPROF is to stimulate
professlonal growth in the context of 1nst1tut1onal and

drsc1plrnary needs. Although we are Stlll in the midst of

act1v1ty, the program already is giv1ng lndlcatlon of pos1t1ve

and significant change for our faculty and colleges.

Features. our program has a number of ‘eatures which in

combination make it unigque. COPROF is de51gned to meet faculty

needs and interests on one hand and address pressing

institutional and instructional needs on the étﬁer; COPROF can
be v1ewed as a response to change w1th steady or dlmlnlshlng

resources, rapldry changlng technology, and a maaorlty of

faculty in our colleges at midcareer.

The sequence of events gives part1c1pants both structure
and freedom, focused act1v1ty and tlme to reflect. Ingredlents

of the program 1nclude- l) enterlng, ) attendlng the jointly-

held Faculty Development Instltute, 3) explorlng optlons, 4)

wrrtlng 2 growth plan, 5) 1mplement1ng the plan, and 6)
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évéiuaéing. Although grcwth pfan awards are modest' Ehé
as:thosé pursued in facu1t§ dévelopméﬁt leaves (or
éébb&ticaisif

for faculty development on both our campuses. The initiative

deans on both campuses: Departmernt heads were involved early
and are prov1ng to be strong advocates. Although the program
is targeted for mldcareer tenured faculty, no one is

automatxcally ruled out of part1c1pat1ng. Faculty steerlng

committees on our campuses make suggestions and recommendatlons
regardlng growth plans but do not make the awards competitive.
Fxnally, faculty partlclpants are urged to ldentlfy varlous
individuals as helpers, supporters and resotvrce persons for
plannlng and ach1ev1ng change.

Results. Although we are only half way lnto the FIPSE
funded Eéféiéﬁ of the projectf about two thlrds of those
part1c1pat1ng in the Faculty Bevelopment Institute are in some
stage of crowth plannlng, 1mplement1ng, or completxon. While
our pfaaf&m focuses on renewal to lmprove teachlng and learnlng
on our campuses; early evidence xndicates that personal and
profe551onal development go hand in hand. For instancé; one
professor started to revitalize a basic course and is now on a
faculty development leave doing postdoctoral work Wlth a top
expert in his field. Another person who moved to a new

department observed laboratory teachlng technlques at another




lnstitutlon and is plannlng an lnternsh p for himself in an
1ndnstry related to hIS new émph . Several persons are
lnvestlgatlng-—a1d contrrbuting to--the state of the art in
computéer- sssisted instruction, while others are applylng in the
classroom what they have learned about creatlve

proolem solvrng A number of faculty partrcrpants are maklng

major changes in what they teach as well as how they teach 1t

Nebraska partlclpants 1nd1cated that the program is worklng.

of those respondlng (n—24), 84 percent saw the Colleqe of
ﬁgriculturé as ”illlng to support lnnovators, 87 percent sald
there was éﬁpﬁéft for persons in the process of changlng,and 89
percent expressed satlsfactlon w1th the College as a in whlch
place to work. Evidence also indicates that faculty attitudes
towards students are becomlng more pos1t1ve, and they are

changing approactas to teaching in the classroom.
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MOTIVATING EXPERIENCED FACULTY MEMBERS
Judy-Arin Krupp
Faculty members are getting older. ™Morale and job satis-

fac ion have become such serlous concerns that 40 percent of

current faculty members want to leave thexr jobs (Carnegie

Report, i985)' Those worklng at faculty renewal stand a better

chance of success when attacking these issues 1f they

concretely relate faculty renewal attempts to an 1nd1v1dua1 s
developmental needs. This presentatlon answered the questlon,
"How can the use of knowledge of the developmental tasks of
adults at da: fferent ages help bUlld morale, motlvate adults to

chauge and lead to more effectlve and enthus1ast1c teach1ng°"

This abstract will discuss sample issues at two ag

males question their future career decLSLons. They establlsh

themselves on the bottom rung of what Lev1nson (The Seasonhecf

a Man s Llfe, 1978) calls a "psychosoclal ladder" and spend the

thirties cllmblng that ladder. Women questlon whatever they

dld in thelr twentles; The career woman wonders whether h=r

other alternatives; As these age thlrty tran51tlons adults
questlon the prov1s1onal structure establlqhed in the twentles
and make permanate or commit to a direction for the thirtiés;.
they carry on a self-centered search for inhibited parts of the
self.
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Seif-centered persons rarely consider the needs of others.

A faculty member in thxs transition may not cffer to help
adv1sees; However, the sane person mlght w1lllngly try new
ideas if the new suggestlons relate to an aspect of self. The
dean or academic chairberscn working to renew that faculty
member must dlscover the 1nd1v1dual s llkes, olsllkes, and
1nterests in order to best provxde optlons that permlt

neglected parts of Ehat person to reach Fulfillment. i

resea ch opportunlty. An Instrcctor who taught baSlC requlred
sﬁbjécts might react with excitement to the chance to develop a

new course:. Tﬁé ﬁreferred'assignment makes the job personally

Mldllfe (approx1mately ages 40-47) adults no longer view
time as an endless expanse fllled with pOSSlbllltlES, but think
of tlme left to live: They crystallze thelr prlorltles,
values, and moral/ethlcal belxefs. In whatever time they have
left they want to llve out those prlorltles.

Some ﬁfiﬁciples te con51der in plannlng for thls stage
follow. Plan caréfﬁlly to insure effective and efflClent use
of time. Make meetlngs short and concise with well organiéed
aaéﬁasé; Schedule meeting dates and times well in advance and
respect those commltments. At midllfe time wasted means llfe
loSti Expect anger from those who think the meeting wastes
time. Encourage them to vent that hostility:
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Additional concepts discussed inciude the incalcitrant,

legacy concerns, maie female 51m11ar1t1es and dlfferences,
generativit§; ﬁéhEéfiﬁé; 6n;the=jeb retiremént, ldentlty
concerns, 1nt1macy, age allens, retirement issues, peer pals,
place of career ard famlly in the life scructure, nurturing-

assertlveness, health anxieties, and s. rlnklng frlendshlp

networks. Mot‘vatlcnal technxques 1nciude mentorlng programs,

prov1d1ng epportunltles for mldllfe males to rurture, the back

that tﬁe individual teaches.
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CAREER mn’«'smeﬁéi AN obééﬁiﬁﬁﬁz FOR DERSONAL

Joel zimbelman
ThlS presentatlon explored the reallty of career

trancltlons for Ph D prepared 1nd1vlduals into bus lness,

government unlver51ty admlnlstratlon and the not for proflt

1ntroduced. Placement aaia was described and evaluated. A

number of suggestlons and recommendatlons were made to academlc
admlnlstrators for accompllshlng the successful transitions of
graduate students and faculty to other careers.

Personal problems faced by faculty and 1nst1tutlonal
problems faced by admlnlstrators were dlscussed TWo national
ollemnas of hlgher education were 1ntroduced. The common
perception of the Ph’D; was summarxzed; The strength of Ph D.
educatIon was shown to be unrecognlzed by tho=e outsxde the
academlc communxty; The ba51c the51s was: A Ph. D. lS more
than profesSLonal preparation for a vocation of teaching and
research in a partlcular fleld. 1t serves, as weiir as
preparatlon for accompllshlng the fundamental tasks of a wade
range of careers and profesttons; Academlcs and non-academlc
=mployers must be mude aware of the potential offered by
holders of thiz degxer,

The prograii at “h. University of Virgiria was discussed
1nclud1ng phllcsorhy, determini..g career str=ngths and

direction, and pi: wiye:.an for tha2 transition: Preparatlon




iﬁeiu&éd pérgonai préﬁaféfiéﬁ; iﬁféfﬁéiééﬁ&i ﬁféﬁafétieﬁ, and
cognitive ﬁiébéfétibﬁ.

Data and case studies of career transitions were
discussed, including transitions by industry/sector;

transitions by functional task; transition percentage;
transition velocity; éﬁé fééuits of Quésfionnaires cdnééfﬁiﬁé
job=satisfaction, job-preparation, and iengifaﬁée career
sbjectives.
The program concluded with recommendations for college and

uniVérsiﬁy adminiscratisns: Those %éCOmmendéticns were for
university assistance in a transition; faculty access to Career
planning and Placement; faculty use of outside consu' = -/
career counselors: and iﬁ§éié&tiéﬁéi sponsorship o~

participation in an integrated program.
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A MODEL FOR RENEWAL AND DISSEMIhATION
OF TEACHING EXCELLENCE

Harvey J Brlghtman
Gordon Harwood
Yezdi Bhada

Educators and leglslators have recently expressed growing

concern over our educational systeﬁi: The National Commission

on Excellence in éducation stated, "...the educational

foundatlons of our socrety are presently belng eroded by a
rising tlde of medlocrlty that threatens our Very future as a
nation and 2 people (lééi D. 5). Consequently, the Commission
recommended a series of reforms. In addition, the National
Comm1ss1on on Higher Educatlon Issues has recommended
educational reforms at the college level (1982) As outlined

in mhe Natloanesponds° Recent Efforts to Tmprove—Educatlon,

there has been a pos1t1ve response to the call for *eform
(1984) Nevertheless, much remalns to be done in 1mprov1ng the
level of teachir - the un1vers1ty level.

All unlverS1t1es and colleges share a common goal--the
dellvery of hlgh quallty educatlon. Qualxty has often been
equated w1th "ObJECthE" measures or experts' aéérééatéd

opinions; More recently, educators are plac1ng greater
emphaS1s on the "value added" éaﬁaéﬁﬁ. Based upon thls coricept
wé fﬁay ask, "What do we as faculty members add to students'
career or life preparatlon beyond the skllls, knowlege, and
concepts students brlng with them to 1nst1tutlons of hlgher

learnlng?" Teaching effectlveness is critical in answering

this &&égéidn;

uv |
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while the méﬁorlt? of facult? are effective teaohers; ﬁaﬁy
wish to auéﬁent or renew their téaéhlné skills. anortunately
there are limited resources available at the individual
colleges. More importantly, there is no educational
infrastructure within a state or region which does for the
teaching activity what disciplinary networks cr societies do
for research activities. Our model seeks to remedy this
deficiency:

As applled to the state of Georgla, the autnors propose to
establlsh a stateW1de network of master teachers from the
Eﬁiiéy-éﬁééé units of the Un1vers1ty System. Membershlp in the
network would be limited to those who 1) want to learn together
how to further improve the ouallty of their 1nstruction and 2)
are prepared to 1mplement in= house fac ;§ development
workshops within their respective colieges and universities.
These individuals would be invited to several two-day workshope
on the improvement of university level teaching developed by
the authors (the network's organlzers) The Workshops would be
held in various locations throughsaut the state. The authors
would alsoc provide support and materlals in developing the
local facultj uevelopment workshops.

Network organxzers mist follow thé follow1ng three steps
to lmplément the model:

1. Master teachers from within the state »t region would be
identified.

Network organizers must identify the best and most
1nfluent1al teachers across all dlscxplxnes. fﬁéy would Eorm
an 1nfrastructure of educatlonal leaders dedlcated to teachxng
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oxcellence. Institutions that nominate master teachers for the
network must make a commitment to provxde resources to
1mp1ement 1n-house faculty development workshops Nomtnees
must have a mandate from their colleges and universities to
disseminate educational excellence:

2. The network organlzers—wouldeconduCt:severai "tralnlng the

trainers" sess10ns for the—mastereteachers,on ==

throughout the state or the regxon. The éonéept of traveling
workshops is patterned after the successful American
Assoc1atlon for the Advancement of Sc1ence and National Science
Foundation (AAS-NSF) Chautauqua Series.

For the proposed Georgia network, the authors pian to
mcdel the workshops after éﬁ 556— a doctoral level seminar on
unlverSLty teachlng, now bexng taught within the College of
éusxness Admlnlstratlon at Georgla State Hniver51ty The
seminar has been tested ’flned, and proven durlng the six
sears “t hzs been offered to éacuity within the College of
ﬁuSin*ss Admlnlstratlvn and graduate students from the various

3. Ihe:master teachers would return torthelreunrvers;tles,

assessglocaieﬁééds for 1nstructlon1 and,

concept of educatxonal leverage. Through the "training the

trainers" concept, the network organizers =an affect a large

number of university-level faoulty;



Oncé tiié master teachers return to their respective

ﬁﬁiGérs:iiéé, éhéy weuia conduct a needs ana1§§i§; with che

local workshops. Network organizers woutd provxde contlnulng

support and educational materials to help implement the local

faculty development workshops:

It will be necessary to seek small "seed money" gradts
£rom éithér &ﬁiVérsities or statewide agencies to test the
feasibility of the model. oOnce the model has been field
tested, the network organlzers must seek iong term support from
private foundatlons such as Exxon Foundatlon and others to 1°
1nst1tutxona11ze the network 2) evaluate its impact on
increasing the level of teaching effectlveness, and ") examine
the potentral psycholoclcal beneflts to Indivxdual faculty

We eiieve that our network mcdel and Cnautauqua serles of
worksh.ps can be transferred to other séttings. We are
prepared to aid interested faculty in developing arid
Impieme:ting our model. Moreover, we will share our efgﬁty
paée set of materials on teaching effectiveness that is

currently belng used in the BA 920 doctoral seminar. When

effective in the classrocm, @veryone wins.
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AND REPORTED SUPERVISQRY INTERVENTION

BEHAVIOR AND FACULTY JOB
SATISFACTION

Constance Hav1rd Skal“k
Recruitment and retention of qualified ﬁursiﬁg faculty is
a major problem for directers of nursing programs. Faculty jeb
satisfaction affects facaity recruitment and retention.
§tudieé on nuiéiﬁé Eécuify jcb §ati§§éction are few, and
no research on job satisfaction in relation to faculty and
dlrectors' perceptlcns of superVLsory intervention behaviors of

directors exists: Tre cusaripi’ve correlation design, using

the Pearson correlaticr coelr’cient and a t-test

R

or
significance; was usag :~ examine 1) relationships Ef cwasen
faculty members' job satisfaction ano tnely pey -sptions cf
di~actors uSLng five specific superviscr. interventicas, 2)
relatxcnships between fasulty meriers' job :ctxsfactlcn and
differences in directors' and their faculty members'’
perceptions of diractors using five specific supervisocy
interveﬁtions, and 3) the relationship between directors' and

Faculty (n=237) an& dlrectcrs (n—33‘ from thirty-three

associats degree nursing programs, ?ocated in the Sou ~=ast,

the éaﬁﬁlé for this study. ALl full-time nursing faculty
members who had been in the position for one year or longer
were éiigibie to participate.

Data were céiiéctéé by meéans of a seventy-two item

Superv1scry Intervention Behavxer Instrument, a tweuniy-two item

56

69



Faculty Job Satisfaction Instrument, and a nine-item Personal

Data Form. The Supervisory - itervention Behavior Instrument
was used to determine the directors' and their faculty members'
perceptions that the directors would use the five specific

modification, sSupport, and participation. The g;aﬁ;ig:aob

satisfaction Instrument was used to elicit overall directors'
and their faculty members' job satisfactien:.
Findings and recommendations were:

1. Faculty members' job sat: .ction is positively
related to their perceptions of their directors' . .
of five specific facilitative interventions. Based on

this finding, directors should use the five interven-

tions, namely, planning, strategizing, modification;

participation, and support, to enhance faculty job

satisfaction. In addition, directors can meet period-
ically with their faculty members to elicit other
specific facilitative interventions.

2. Faculty members' job satisfaction is inversely related

to differences in directors' and their faculty
members' perceptions of directors' use of the five
facilitative interventions. This finding indicates
that _the closer the directors' and their faculty

members' perceptions of the directors' ticilitative

behaviors, the greater is faculty members' job
satisfaction: Thus, directors should identify
differences in perceptions of directors and faculty

members and should strive to decrease the differences.
3. Directors' and their faculty members' job satisfaction

are significantly related.  Even though a satisfied

director is more likely to have a satisfied faculty

and vice versa, factors othe: than just the other's
job satisfaction are more trhan likely responsible for
this relationship.

4. Directors experience more job satisfaction than their

faculty members. Several explanations are plausible.

First, directors usually hold higher academic ranks
and receive higher pay than their faculty members.

Also, they are more likely o be tenured. Academic
rank, pay, and tenure have been identified as job_
satisfiers. Secondly, directors have more control
over other job satisfiers and job dissatisfiers.
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5. tLastly, directors should use job satisfiers already
identified in the literature.
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FACULTY RENEWAL: A REVIEW OF RESEARCH STUDIES
Moon K. Chang
Topics addressed in ﬁféféésibﬁai and peérsonal renéwal for
fécuity range from instructional development programs to

parsonal gfewth programs (Simpson & Jackson, 1983). Following
are some of the findings iﬁ the cacent literature pertaining to
faculty renewal.

Pirst, instructional development tends to be enhanced when
a faculty member is informed of his/her class composition
(i.e., achievement levels, attitudes; and behaviors of
stidents) and is provided with expert consultation (Wright &
Bond, 1985), expert consultation alone (Wilson, 1986), two-

(8]

wabie, naszive, informative and undemanding workshops,
ceminars, and sou' se and program reviews (Moses, 1985), and
s@sching of writing skills (Boice; 1984):

Second, t.culty development programs tend to be enhanced
when the programs are fiexibie and integrative (Winstead,
1984 .

Third, the error of measurement of student fatihg scales
is so large that rating scales are virtually meaningless for
making decisions about individual faculty. However, by

training students to evaluate teaching performance, by allowing

enough time to evaluate, and by eliminating s*udent anonymity,
the rating scales may be used in a responsible manner to

improve the teaching behaviors (Puiic’i, 1384).
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Fourth, the importance of environment Support must be
realized (Clark, Carcoran & Lewis; 1986; Mcses, 1985).
Fifth, faculty development is emsrging as a bafééiﬁiﬁé

issue with potential far-re-- :ins implicaticns for professional

renewal and instructional governance; and,; therefore;

1984).

Sixth, the attitudes of seniocr faculty members and
department chairpersons toward teaching are crucial. One of
the target groups for ﬁféféééiéﬁai éévéidpmént activities may
be department chairpersons. The very act of éhairpérsonS’
participating in programs, of inviting evaluations of
themselves, would act as an encouragement to other faculty to
seek self-improvement (Moses, 1985):

Seventh, faculty and instructional vitality are
interrela.sd. Therefore; institutional policy recommendation
to enhance faculty and instructional vitaiity must recognize
the civerse organizational and unique individual circufistances
of faculty even within the same institution (Clark, Csrcoran &
Lewis, 1986).

Based on the related research on faculty renewal, the
foliowing recommendations were made: £irst, the tracitional
role of faédiEy--fééééféﬁ; teachning, and service--must be
redefined. The traditional rolz is not realistic and
therefore, most of the faculty are under unnecessary stress

(Chronicle of Higher Education, March 26, 198€). Second,

60

73




émpﬁasis must be placed cn growth and strengths rather than
remediation of weaknessess SaSéd on questionable evaluative
data, such as student evaluations. There is reason to believe
that most of the faculty will improve themselves in a non-

evaluative settings.

61 74




THE UGA MODEL: A PANEL
Ronald L. ;ImE§§§

William K. Jackso
James F. Calncun
Harry P. LCiuVal
George M. Gazda
Frank 3illespie
This panél présented the model for instructicnal

Georgla under the dIrectlen of the Office of Instructional
Eévéldpmént. Act1V1t1es of this office, advised by a committee
of faéﬁiéy; include assistance with external fundlng for
instructional projects, an internal irstructional grants
program, the Lilly Fellows Téa’éhiﬁg’ Program, consultation
sarvices for faculty, media suppcTt services, consultation and
werkshops on academic computlng, admlnlstratlon of an awards
prcgram for ouastandlng teaching, and research and developmenf
relating to unlver51ty-1evel 1nstructlon.

one of the most significant faculty renewal activities at
Georgia is the annual conference on personal and professional
renewal. This two day conference held béfcré the opening of
school features a w1de range of renewal topxce focii:ing on both
personal and professtenal aspectc of faculty development.
6niver§ity faculty serve as presenters and the conference is
open to faculty, staff, and §§6ﬁ§é§. The conférence has been
held for each of the past three years with an average

attendance of approximately 200.
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PRE-RETIREMENT COUNSELING AND FACULTY

DEVELOPMENT--AN ON-GOING PROCESS
Themas J. Robinson
We spend approx ‘imately éﬁe4third of our lives in
preparation for our profess1on, and another third to half
working at it. That should leave from one-sixth to one—third
for retirement. We ought to spend time in preparation for this
1mportant perlod of our lives and not just let it happen. If
plann:ng is beguﬁ only a year or two before retzrement it is
likely to be less successful than if it is begun several years
before retlrement actually takes piaeé. Helping the faculty

confldence, thereby permlttlng energies to be channeeed to
teaching and research. The process I follow is to seek perséhs
out at ages 55, 60, and 64 to see if they are interested in
estlmatxng comparisons between pre-retirement take-home pay and
retirement (after tax) income. At age 55 most major purchases
persons to put aside additional amounts of money for retirement
income or practice changes in lifestyle. Follow-up sessions at
a,e 60 help to clarify the estimates made at age 55, and at age
64 (or in the year before retirewent) there are a number of
questions people have regarding final preparations and income
options.

Pre-retirement ccunsrling is probabiy not a direct aid to

facuity develepment and yet in my experlences I have seen a

€3
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ThHey are better infdrméd, zni I Filweve t-zy are less caught up
in concerns for their Futu. . They s3em o have a uLstter idea
of what they are doin: and wisre i i~z ing them.

The sabbatical prcqra. .t our lus' “ttion, as I am surc is
true of many, does not work very well. .3 e seems to be
insufficient funding; and facuity tend tc¢ .a“e many good
reasons for rniot going on leave. Thercefore it is important for
faculty to ﬁéiﬁtaiﬁ a ﬁigh level of competence and interest
while staying on the job: Burmout and discontent take a grim
toll among faculty. In some instances, as a result of tﬁe’ pre-
fééiféﬁéht counseling, persons may be encouraged to apply for a
sabbatical. For some persons an early retirement may be an
alternative to taking a leave, and fof others simply facing the
fact that they need to make changes in attitudes becomes a
help. To document ali the specific ways iﬁ which people are
aided becomes difficult. However; an aggressiVé pré-réetirement
counseling pregram aids faculty, and it is certainly a humane

thing to co.
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FACULTY AND PROFESSIONAL STAFF DEVELOPMENT PROGRAIM:
THE UNIVERSITY OF CONNECTICUT

Paul G. McKenna

The comprenénsiVé set of development programs and
activities for faculty and professional staff results from the
cooperative efforts of university vice presidents, members of
faculty senate, faculty from geographically diverse campuses,
and administrators from several unlver51ty units. During the
1985 86 academic year The Unlver51ty of Connecticut established
the Ccenter for Faculty/Staff Development to deve%op programs to
enrich current careers, to increase individual career options,
ané to encourage personal growth. This comprehensive program
incliudes offer ng workshops to middle- leve% managetrs,
iﬁéércuting pOllCleS to parmit faculty and profe551onal staff
to redirect their careers, offering workshops for faculty and
professional staff to examine professional and personal

deveiopment concerns, and developing a computer program to
calculate pro 1ected retlrement incomes for each émﬁloyee u51ng
a erlety of retlrement options;

The program s broad scope can be seen by highllghtlng the
foliowxnc characterlstlcs of the university- w1de program it
will be =va1rable on all six campuses to all full-time
profe551onal staff members, lnclud*ng counselo:s in student
personne%— computer programmers, museum personne} faculty
members, llbrarians, and all university admlnlstrators, will
include workshops on both profeSSionél work and career issues

as well as personal renewal issues; and will include
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opportunities for par:t-time or full-time career shifts either
within or outside the university.

ceveral specific aspects of the faculty and staff
development program are being finalized during the 1985-86
ééadémic year, éithbugh many key components were determined
earlier. During the development of the program, top level
officials of the univer .ity formally endorsed and publicly
supported key p:iogrammatic compcnents. The University's
published academ:ic plan recognizes that the vitality of the
faculty and professional staff directly affects quality at the
uniVérsity. Through financial and other forms of

admiﬁiétrative support; a lengthy questionnaire was sent in
September 1985 to all of the more than 2200 full-time faculty
and professional staff. A parallel guestionnaire dealing with
up rd mobility and professional growth was sent to nearly 2000
and skilled mechanical employees.

The eight page faculty and professional staff

questionnaire had items dealing with job sacisfaction, job
involvement, career expectations; organizational commitment,
interests in career redirections, retirement plans, interests
in professioﬁai éeveiopmént; and interests in training and
renewal. Many of the same items also appeared on the other
questionnaire.

iﬁégfiéﬁﬁéifé was better tﬁaﬁ 4@ percént. The respondents were

representative of the total population on almost every
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demographic variable: age, gender, ethnicity, faculty rank;
position, By §.:00l or college, and vears at the institution.
While the data have been analyzed with several different
groupings, overall more than 70 percent of the respondents
are satisfied with their current positions; 60 percent are
satisfied with 6§§SEEﬁﬁiéieé pfévidéd to advance their careers
at the University. Almost 60 beiééhﬁ b -lieve that the
University should have training and renewal programs and they
would like to attend such programs. About a chird of our
sample would like to continue in their present position but
with a significant change in duties, and almost 30 percent of
the faculty are interested in retraining programs to teach in
new disciplines. Fully 40 percent stated that they are likely
to develop alternative, non-academic careers iﬁ the -Hext five
years. In examining the retirement issues, we found that 48
perceht would be interested in retiring socner if incentives
were provided. Interest in developing alternative careers is
not liﬁitéé to the young faculty. ‘*iijuéiéﬁf percent of tﬁose
aged fifty and older WOuid be interested in developing a new

career.
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RETREAT SNAPSHOTS: LEADING FACULTY IN CAREER PLANNING
paul Hamill
Monica Hamill
This session outlined themes, theories, and a few
ex:  ~ises used in successful retreats on career planning and
self-reaewal, for faculty of the College of Charleston, South
carolina, and for student affairs staff and pre-college
teachers served by the Charleston Higher Education Consortium.
In these retreats, individual freedom to Seek new options
ihéidé or Outgidé c: academe was explicitly aééfesSed.
Getting away from campus had the two-edged benefit of 411owing
attendees greater fréééeﬁ co focus on the issues and speak
freely and of legitimizing the theme as a proféssi..ial concern
for all educators. Retreatants were encouraged to make
realistic appraisals of their adult growth stages, their

skills, and what they have found cdiiéges and schoolsg to be
like as workplaces, so that self-renewal strategiss could e
formed.

Looking at career satisfactions and academic workplaces
honestly, most retreatants experienced a sense of
recommitment--provided that some options for action or
empowerment to change details of their -iork situ:tion could be
devised as foll- ‘ip. The retreats encouraged a few attendees
to ieaVé acader th a clsarer sense of aiiéctien, oth&rs to
seek renewal in their current rcles, and ~.ners to try to
change their institution or théif personal direction within
education. Th- sponsoring institutions requi:ed, and received,
concrete Beﬁeéits from the retreats.
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The retreats feacu. =d tieory, exercises; and discussion of
fhree kinds of "developm.nc': 1) personal development,
including predictable crises =i adult lifes, personal values
and stvles, and desired satisfanciins; 2) career deveiopment;
iﬁéiuéiﬁg undérsténding one's skills as seen within and outside
academe. formal and informal exercise of power, tyrical changes
during Carééfé; and marks of desirable workplaces; and 3)

organizational cdevelopment, including recognizing one's own and

others' team style, identifying the raal reward Structures in

sne's institution; znd se2ing how change actuaily occurs.
These three kinds of development provide a continuum of

ranswal, so that individuals seeking personal or career renewal
can =ry to © the nceds of institutions, and those concerned
for institutional change will try to do so in ways that unleash
the energy of perennal growih. Fresh hope is created by
Showing that the personal stresses are shared, that
institutions can e frankly analyzed, and that higher education
itself asks its members to see the interrelated urgency of the
three kinds of development.

A career planning retreat can provide professicnal
iégitimac?, theoretical backyround, practical strategies, and a

network of support for growth when the retreat has ended.



USING CINTROL tHARTS TO IMPROVL UNIVERSITY INSTRUCLION
Janet P. Burke
nghe educatlon hes long been concerned with the issue of

eyéluatxng and iiproviig un: rer51ty 1nstructlon One porllar

-

app-ocach has been student e ition of faculty. Most colleges
ind universities utilize this method to some extent. There has
however, been considerable controversy regarding student
evaluation of faculty: Thfs solLrov- vsy has ranged £rom
arguments that question a student's rioht to ,.dgs a professor
to those that deal with the type of iastrumer: .1 how to
interpret the results.

This béﬁér will ﬁéé étteﬁﬁt to wit-er =wummarize or resolve

these controversxal issues. The 5ﬁé§5§é Sf this papér is to

the results of student evaluatlons of chu‘ty regard‘ess of the
typé of jinstrument belng used; This method employs the use of
ésﬁtfei rts, a technlque long used by qual’ty control
§f6fé§é Jna. in lndustry to judge whether their products meet
established stan-. -ds: Most -r ~rtantly this paper
demons*rates that by using control charts to analyze student
evaluatlons of faculty, the empnasis can be shlfted from one of
grading an individual faculty membe:. *c ona of improyiné the
entire 1nstructlonal process.

There are five major steps involved in this process:
First. determine what is to be measured and select the
parameters. Secondly, determine how to measure these
parameters. fhirdly, gather the séhﬁles to ﬁénitor the
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activity and calculats the corcroi limits: Fourthly; plot the
data. The fifth and finrl ste= is to interpret the data and
determine what, if any, cor :.i.ve action is indicated.

When stafistical quality control charte are used to
monitor in aﬁtiGit§ and corrective action is taken on out of
control pdints, the result is a general rise 1n the average

quality level and mors unifirmity around this average. When
student evaluation of faculty is approached from this
perspective, it should greatly -educe faculty an:iety regarding

the uses to which the information will be put as well as help
to reduce facilty concerns about the arbitrary interprecation
of the results.

This presentation demonstrated the uss of cwntrol charts

using data from an acfual classroom and showed how the qualit:
of instruction is gradually improved when these methods are
used. Faculty in all disciplines should be able to apply these

-

methods tc improve the quality of their zlassroom instructi. ..
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FACULTY RENEWAL THROUGH INTERNATIONAL PROGRAM DEVELOPMENT
<. Tracy Harrlngton
In five years, a facuity-directed effort in lnternatlonal
education at Murray State Un1vers1ty has resulted not only in
s1gnrf1cant Srogress in 1nternatlonallzatlo“. but also in
enhanclng the profe$s10nax and personal llves o faculty.

Reco’n ZLng “he neec to lnternatlonaiize and tae improhability of

1nst1tut1ona1 £ 1d1ng, in 1980 fourteen facu- ¥ created a

structure of fa~uity committees to add ess e various

dlmenSLons of 1nternatlonai education. i+ . <i.ed awareness of

1nternatlonal issues on campus, strengthened cutricuiar
offerlngs, expanded opportunltles fcr international experxence
for faculty and students, comprehen51ve forelgn student
kervrces, 1nvolvement in reglonal and national organlzatlor°
concerned w1th lnternatlonal educatlon and the acquxsxtion of
external suppo:t; From the beglnnlng, membershlp in these
speclal purpuse worklng commlttees has been open to all faculty
and staff. Chaxrpelcons < the commlttees, eiected by the
ﬁéﬁhership; serva on a st erinc committe2, led B? an elected
director, who prcvides over-/Tl coordination. Th.s structure
received official recognition by the ahiwéfsity adrinistration
in 1981 as the Center for International Programs (CIP).

Tha °‘IP has been éﬁéaééséui in involving faculty and in
lnStltLLLDﬂallZlng programs. Méf; éﬁaﬁ 15 percent of the
univer51ty s faculty currently serve on CIP commlttees; %ive

1nter 1n°t*tu*1onai exchange programs with forelgn unlverSItles

have been developed and more than ten 1nternat*onally oriented
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Soufses have been introdiced, as has an international studies
minor. Internationally oriented lectures, conferences,
newsletters, and special events have become a regular feature
of campus Hfé; 2& eofiprehensive approach Lo cecruiting and
prov1d1ng services for international students has been
establishec. The CIP has received five major federal grants,
actively invol ed the university in regional and national

assooiations; and successfuily obtained line-item budget status.
Most recer+iy. the Board of Rééénts strongly endorsed
xnternatlonal educatlon in the Lnlver51ty s mirsion statement.
Faculty annually partioipatlng in overseas programs have
increased from five to more tha: thirty and students from less
than *hlrty to more than one hundred. . n 1985, Murray State
received speoial commendatirl from AASCU for its faculty-baseé
effort in internaticnal ﬁraafaas;

T..e international effort has contrlbuted to faculty renewal

through the broadened perspec SR faculty have galned in truvel

and stﬁdy abroad. Such exper..~..s have stimulated f*esh
approaches to course development and tead hlng and have sparked
new initiatives in cross s=cultural research and study. ?aculty
involveo ;n desxgnxng and operatlng the Center for International
Programs have gained experience in formulating policies and
admlnlsterlng procedures as well as opportunities to work closel’
with colleagues from diverse dibe: ’llnes without the usual inter
departmental rivalries for resources: Direct involvement in a
successful lnstltutlonal development effort has glven these

faculty renewed commitment and has had a p051t1ve effect on
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morale. Finally, many faculty who have not participated directly
fsre gn colleagues and students on 2 Murray State campus
under the various exchange arrangements and by the active

extracurricular dimension of the international program effort.




PROVIDING M~CROCOMPUTER TRAINING AND SUPPORT TO FACULTY

ﬁ; c: Ware .
. F. Stuck

7i.is paper traces the development of programs to Support
and encourdge mlcrocomputer use by faﬁulty on the campus of
SJNY Courtland durlng the perxod 1980-86. Encluded are «
hrstory ef mlcrocomputer growth on campus, outlines of severai
workable traxnxng pregrams, tlps on deallng with tetqnonhob-
practlcal benef1t> of thxs facuity tralnlnc anid some succa

stories of -aculty Wh were anolved In the programs

Pirst Steps: When the first microcorputers arrived on SUNY-

Cortlaud's Campus,; the senior authar was designated as

Microconguter Facilitator for her Div: sion (Profe551onal

St&diéS); In thls role, she wAS respons hle for the fO;iOWlng
1. provxdxng §7@echanlsm to manag:= sho-t- term loans of
microcomputers to facul:y,
2. teachlng worksnops o -s of hééé ard interest,
3. wiiting and d*ssew _ divisinsn-wide microcomputer

newsletter,; and
4. serving as a local expert or "guru."
Through these serv1ces, aop:ox:mately thxr i ‘a“utty
borrowed micrecomputers on short-term 1oan, apprcxlmatﬁiy forry
to flfty faculty attended werkshops, and many used the

eéiiégé=widé Training. After this ﬁﬁééé; microcomputer

training was expanded +o the entire campus. The authors
presented several sets of workshops (over intersession, in the

summer) with <he following content:
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1. Introduction to the Microcomputer

1.
s, Titrofucrti-sn to Word Processing

A A Trryoductory Data Management System
5. oo sezdabeads

5. Eyve cavi:d of Ioiuears

wWhile ceidlizting the above worvshops, attention was rade
to dealing wi:h cechnophobia: Some helpful hints rve included

here:

1. Erovzde hands-on experience (as opposed to ta1k1ng or

providing theory on1y)
2. Select easy-to-use software:

3: Space learnlng so lt is provided in small doses (w1th
practice in between).

4. fronde a ccmfortabre envxronment {both ergoncmrc

considerations and emotional ones).

5. Reéward progr sSs frequently

7. Provide follow-up support.
8. Ercourage practice after training (or follru-u
sessions).

regarding technology; 1nclud1nv: computers are dehumanizing;
computérs are a male domaln, computers are only for "math and
science folks"- and computers are dlfflcult to learn if you are
over forty.

Beneflts to the Insertut;en Practical benefits of the

training sessions were many. Among the notlceable beneflts ware:

interdisciplinary comminication (our dorkpuops were for people of
all disciplines); moraie boosts due to obtaining training which
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would have cost much money if obtalned outslde the 1nst1tut1cn,
1mprovement of teachzng, growth in faculty develOpment efforts by
~ome faculty, lncreasﬂd product1v1ty, espec1ally through the

Use of word pro ssing or data management some growth in new

course offerings, espec1ally theze to enhance the college S new

New courses in professional educatlon including mlcrocomputers
in education and LOGO, graphics and liSt processing were
developed. The physical education faculty propose” and
obtained laboratory eguipmeat and interfacing hardware so that
exercise physlology experrments could be "omputerized; The
health department obtained a nutritional “ﬁéiysis program which
was used with all 1utr1tlon classes. Sneech pathology and
avdiology used prepared softwiré ©o teach the writing of IEY's.
W Engl1sh compo51tlou on une computer was employed. a
biolog:st began to use Bookends, a blblloaraphlc refarence
pfogfaa, and ali his Studénts prepare research bibliographres
on it. & rocrmatlon faculty .ember found a software package to
do leagte and facll ty sthedullng and worked with the
Instructlonal Development Canter to produce se_f rnstructional
materials now used by all recreation students; an art faculty
member used her computer to desrgn weavrng patterns and nocw has

obtained a computerlzed loom for the art departmeut The 1ist

could go on, bu: this is an 1nterdlsc1pllnary sampllng.
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The growth of microcomputing on campus since 1980 has been

exponential. Usually it is difficult for faculty to
accommodate such rapid change; however, with the assistance of
grass roots (faculty-provided) training and support,

SUNY-Cortland nas besn able to rapidly "retool" in this area.
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FACULTY REWEWAL DURING THE PERSONAL PERIOD OF URGENCY
;g Eugene Whlte
Marvin G. Tossey

-

This session :Lzseﬁted an cvervxew ef aduit develccﬁeqtaA

stages from the classic conceptions of Erickscn and Havighurst

4

[}

to the mcore current theories of _- :.xe:n a:d Gould. There wa
an emphasiz on the -asks and psychesoci: issues that confront
the profeQSLOnal in miczl: -adulthood (éééé 35—455; a crucial

peried labelled the Pe-;ﬂd of Urqency In jﬁitéiééitiéh was a

dlSCUSSlOH of the critz cai issues in hlgher educatlon today

that serve to exacerbate that mid-life period both
professxonally and perso dliy

The foliewtng fepics were coverad in the program

l. a review of thp deve;epmentai tasks and psycho=oc1al
issues of the Per.iod of Urgency and these surrounding

it,
2. a review of the major issues in higher education that
contribute to faculty satisfaction and morale,

3. a dlSCuSSlon of. tbe reiatlonship between igsues of the

workplaca and one's personal life tvansitions,

4. a dlscuSSLOn of possible solutlons on toth the
institutional and individual levels, and

5. a period of ope.. discussion.
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THE DSYCHODYNAMICS OF BURNOUT AND RENEWAL
Jack Wiersma

Although the concepts burnout and renewal have marginal
osychiatric status, a sizable literature has developed which is
psychologlcal i~ tone and character. An attempt is made to
dJstIngulsh between Burnout Type 1, Renewal Type 1; Burnout Type
11, and Renewai Type ir. It is suggested that Burnout Type 1
represents the stress perspective, where metaphors such as
"depletion" and "exhaustion" are common. Thus, Renewal-Type 1
répresents those efforts whlch prevent, iéégéﬁ, or remedy the
occirrence of Burnout tvpe . It is suggested that these
countermeasures are basicallg stress management technlques.
wﬁéﬁ aiéé&ssiﬁg eitri: of the above, we may assume that one is
engaged in aééivié; asicaily congruent with one's values and
aspirations. In Bi nout-Type 1l this is not the case. Here
the prcéiém is desrszr, more related to dentlty than to stress.
Heré, metaphors such as self- absorptlor, stagnation; apathy,
mummifi-:ation, rlgldltY, and pessrmlsm are frequently used
Renewal Type 11 rep:usenr' tne polar opposrte where
approprxate metaphors are dynamlsm, ideals, framework of
meanlng, capac1ty for change generatlvlty, v1ta11ty,
1nncmat1ve, and reslllence. Here the issue is not ten51on and

stress, hut rather commlttment dlrectlon purpose, congruency,

meanlng, responslbllxty to self and others. It is suggested

that Renewal Type 11 is a lifeiong task and may be deflned as a

responsiﬁility to self and others. I* requlres that one is
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constantly 556e15§iﬁ§ and creating one's mission iﬁ the WOfié;
It is a ;ttc—\ yxe laden with intentioﬁélit? with fééééét to
lntrapersona: and int erpersonal events. It assumes that
identit& formation is & lifelong process: Theéretical Support
for such a perspectlve iz drawa from the wrltlngs of Rollo May,

Erlch Fremm Eric Er:ckson, Vtcto‘ Frankl and John W. Gardver.

The pervaSLve theme in these authors is that lnleld 1s fsz;

to adeauately develcp inner strength ema settle for short-+erm
soiutions to prob ems of anx1ety, meanlnglessness,
éawéfiéééﬁéég; éc,:ptance; and alonenesé. In the words of
Fromii, ° setl2 for "having" ratner than "being." We heeé to
ééﬁéioﬁ wtreedom to" as well as "freedom from." The
ﬁéyéhéiééiéai construct, locus of control, is also explored
Recent §£ﬁaié§, ﬁgiﬁs Rotter s Internal-Exter al Control étale,
provide evideﬁCe to suggest that DELAONS who have an internal
locus of control more frequz ntly e ibit behavicrs indicative
of Renewal»Type 1t ;ﬁé are also itss susceptlb e to

éurncut-fype 1. It is thus =uggested that we now have a

plausible answer to John Gardrer's 1966 qunStioh; "Né one knows

do not" (Celi—Renéﬁél; ﬁ; 1C); It is further s:jgested thét

proorams of faculty renewal which aim at Renewal-Type 1 ought
to be different in structure 2.4 ccntent than those which seek

to facilitate Renewal-Ty
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IMPLICATIONS OF PROPOSZD TAX AW CHANGES AND

OTHER CONSIDERATIONS FOR RETIREMENT

Richard Raymond

% number of proposed revisions of federal tax law would

have impact on the retirement planning of ccllege and

university faculty. The Teachers Insurance and Annuity

Association has followed those proposals carefully, and this

session provided an cverview of this important issue.



LIFE SKILLS TRAINING: A MODEL FOR FACULTY RENEWAL

George M. Gazda

prerequisite to development of the skills, in addition to the
academic 3-R skills, that are necessary for effective living.
Four generic life-skills have recently been identified by means
of the Delphi technigue. These skills are interperscnal
communication/himan relations, problem-solving/decision-making,
ph?sicai fitness/health maintenance, and identify development/
purpose in life. These four generic Iifé-§kill§ are both learned
and éﬁﬁiié& in four settings: family, school, work, and
community.

Life-skills Training is an appropriate model for faculty
renewal because it is an educational model based on developmental
needs of individuals: It is especially appropriate because it
fdcugés on prevehtiéﬁ through Eféiﬁiﬁg ih the four generic life-
skill areas.

Life-skills Traini-g is based on the following assumptions:

1. There are at least seven well-defined areas of human

development: psychosocial; physical-sexual, .

cognitive, vocational, ego, moral, ani affective.

5. From the seven well defined areas of human development,

coping behaviors (life-skills) can be determined that
are appropriate to age and stage.

3. There are identifiable stages in each of the seven areas
of human development through which_individuals must

progress if they are to achjeve mastery of later; more

4. Accomplishment of developmental tasks is dependent upon.

mastery of iife-skills (coping behaviors) appropriate to
stage and task.

e
(ES
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10.

coplng/llfe -skills are optlmaiiy 1earned

InleLduals achieve optlmal functlonlng when they
attain operational mastery of fundamental life-skills.

Neuroses and functinnal psychﬁses frequently result from

person is developwentally ready to learn given concepts
and skills serves the roll of preventlve mental health.

Instructlon in lee skxiis that is 1ntroduced when a

person is suffering from emotional or mental

disturbance, -of a functional nature, serves the role of
remediation in mental health.

The grﬁateritge degree”ef funetlonal dlsturbance the

greater is the likelihood that the individual w1ll be
suffering from multiple life-skill deficits.
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START UP STRATEGIES FOR INSTRUCTIONAL

DEVELOPMENT PROGRAM
éidnéy P. Rollins
After a brief description of the situational variables
féiaéiﬁg to thé new instructional development program at Bryant
College (Smithfield, ihcaé Island), the presenter discussed
start-up strategles in terms of mov1ng a college faculty from

the level of awareness, to lnterests, to trlal, to lnformatlen

collectxon, to the dec1s1on to change pedaooglcal behav1o

Speclflc stratecxes that were used to generate faculty
partlc3patlon at each level were discussed. Strategles designed
to move faculty to the awareness level Included l) notice of
the openlng of the 1nstructlonal dévelopméht ﬁfaaééﬁ; 2)
freduént informal meetlngs w1th 1nd1v1dual faculty, and 3)
iﬁfsfﬁai discuss1ons with small groups of faculty. Strategles
relatiﬁo to the interest level included 1) a survey of faculty
lnterests and 2) presentations at department meetings and
advert1s1ng workshops and semlnars. strategles relatlng to the
trlal,léyél 1ncluded 1} workshops and semlnars, ') videotaping,
and 3) one-to- one discussions. Short v1deotaped samples of a
workshop and of faculty members teaching class wer= shown.

once faculty members became 1nvolved in trylng lnstructlonal
d(velopment servxces, they had an opportunlty to collect
1n;ormat1on, after which they .ad the dec1sron,opt1ons 1) of
lgnoring the program, 2) of further trial and additional

1nformatlon collection, or 3) of modlfylng thelr 1nstructlonal

behavior.
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A 1list of planned continuation strategies for the next
school year also was ;{:féééﬁEé&; including 1) 6ﬁg'oiﬁg' ii—itéré;c,t
surveys, 2) additional workshops ard seminars, 3) videotaping
and audiotaping, 4) encouraging grant writing, 5) orientation
workshop for new faculty, 6) éfiéﬁéééiéﬁ waksﬁdp for édﬁunct
fa’c\iity; 7) development of a "Guide for Teachers," 8) set-up of
ah instriuctional development laboratory, 9) joint conferences
with other institutions, and 10) assessment of instructional

development program oiutcomes.:
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THE LOYOLA MODEL: CAREER DEVELOPMENT PROGRAM
Barbara Hill
ThHéré are many p0551b111t1es for the development of
faculty in coileges and unlvexsltles across the country The
Loyola Program provxdes services to faculty, acadenmic
admlnlstrators and spouses SO persons mlght 1nvolve themselves

freely in their own profeSSLonal and personal growth None of

The Program has several thrusts. 1) workshops (éight to
Financ1al Management Developlng Commun:cating Skiiis,
Teaching/Learning Effectiveness); 2) external exchange program;
3) leave of absence for a year in business/government; 4) group
discussions to share resources; and 5) individualized plans for
growth and development, one-to~one consultzng.

Slnce our beginning in 1978 when we were partlally funded

with a grant from the Pund for the Improvement of Postsecondary

We have a staff of three: full-time director, part-time
assistant, and consultant: For our workshops we use boti
1nternal and external consultants--the best we can get.

The effects of our program have extended beyond the
individual into departmental work and have benefitted others in

significant ways. The ripple effect as well as the involvement



of spouses contributés to program effectiveness. Since careers
are family deep, it makes sense to involve spouses. Career
planning for spouses is one way as they attend weskly Job Club

components which keep the momentum and energy going long after

the program has ended. Our core workshop, Integrated Personal
and Personal Growth (a two-and-one-half-day overnight intensive
at a conference center away from Campus; encourages groups to

continue meeting after the two scheduled follow-ups: Some
groups are still meeting after two years as pot-luck groups
hungry to get together to keep talking and sharing in each
other's lives. Since Loyola has three campuses and ten
schools, persons come to appreciate different disciplines and

styles, to know oné another in personal as well as professional
ways and enjoy each other.
The need for faculty growth today is overwhelming: When

this need is not met, faculty can become stagnant in their
professional and personal ways, (Katz, 1980, Evaluator for

Career Development Program). The Loyola Program addresses
faculty need for growth and development. Based upon our

experience of seven years, the availability of a continuing

program is cruciai. It institutionalizes faculty support,

ljoseph Katz, State University of New York at Stony Brook,
September, 1980, "An Evaluation of Effects of Loyola's Career

Development Program."
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renewal and redirection where indicated. Perhaps the best
couclusion is to repeat the words of one faculty member "...by
supportlng the Career Development Program the Una;versrcv is

teiling its faculty that they want chem to be whoale human belngs
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FOCUS ON SENTOR FACULTY: INTEGRATING
THEORY WITH PRACTICE

Robert A, Aéﬁé&i

Rosemary S. Caffarella
~ John F. Wergin
Barbara S. Fuhrmann

The major premise underlying this session is that faculty
development programs have pald 1nsuff1c1ent attention to the
burgeoning research on career and adult development This
neglect may e cspec1ally serious when the focus of development
efforts is senior facultv. The purpose of the session therefore,
is to exploré the implications of integrating theory with
practice:

whr this sudden interest in the renewal of senior faculty?
from an lnstltutlonal perspectlve, three major factors have
éaéégééi l) the faculty are growing older and thus more are
settllng 1nto secure posxtxons, 2) the 1nst1tut1ons have changed
thelr expectatlons for faculty, and 3) concern related to faculty
vxtality and productlvlty is grow1ng. Coupled with the
institutional issues are those ralsed by individual faculty.
Faculty are concerned about their own career grcwth and
dévelopment, and many are raising the ;uestion; "Where can I go
fééﬁ ﬁéfé?ﬁ In addltlon, “ha personal issues of mxdlee become
1nterwoven w1th those raised about one's career. Magor themes
identlfled in the adult development llterature include gues-
tioning the worth and value of one's life work the need to

leave a legacy for future generatlons, and comlng to grlps w1th

the fact that death IS just as real as life.
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senior faculty in t.: humanities at Virginia Commonwealth
Unlver51ty. In- depth interviews were conducted which focused
on their perceptions of how their careers as faculty members
had deﬁeloﬁéa; their ﬁréséﬁt ﬁositioﬁs; and future ésﬁirétiohs
and needs. Major themes emerged as follows: monotony, lack of
advancement, lack of conviction, lack of community, changing
mission, lack of leadership, and a stultifying reward
structure.

éimuité;néousiy; a raview of present faculty development
efforts from a national perspective was undertaken. These were
éétégéfiiéa according to program type and placed on a continuum,

ranging from short-term skills deve opmént to temporary moves

Various examples of programs from across the country aé each
stage in the continuum are kriefly described.

from the joint eiﬁlorétioﬁ of both research and ﬁraétiéé; The
research suggests that senior faculty have ~,trong needs for
recognition, growth communit Y, and efficacy, these needs are not
often addressed by traditional faculty development programs.

What is needed is an institutional climate, nurtured and
reinforced by top academic admlnlstrators, that is both

liberating and challenging for senior faculty.
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NURTURING THE PROFESSORIATE' A HUMANISTIC APPROACH

TO FACULTY DEVELOPMENT AND RENEWAL
stanley J. Kajs
H-gner education is fac1ng a crisis today The october

23, l985, issue of The Chronicle of Hrgher ‘Education publlshed

a summary of a survey whlch states that 40 percent of faculty

]Ob 1nsecur1ty, falling vompensatlon, poor worklng conditlons,
and dECllnlng student quality Among these faculty are the
disenfranchised, young, hxghly qualifred Ph. D.'s who have been
denled tenure or who have been de51gnated to indeftnrte
part-time temporary status. The treatment that they face
resembles the abuse Lewis eaffaiiis ilice experiences in

Wonderland and Through the Looking Glass: Alice suffers

ridicule, tnreats; réféction, and neélect at the hands of tne
Mad Hatter; the Queen of Heartg, and others. In academia; the
youhg Ph D. is mace to feel 1nferlor, 1n51gn1f1cant and
unWanted by fellow faculty and admlnlstrators. Finally
rea1121ng that 1nhab1tants of academe are petty and
Sélf-seryiﬁé; he wili leave the proféssion. Departing with him
are cther, older professors who have éﬁdure& an intolerable
workplace long enough.

A way to halt this exodus and to rejuvenate the
professoriate is to iﬁﬁléﬁéﬁt a humanfstic approach to faculty
déveloﬁﬁéht and renewal.

This aﬁﬁfaéeﬁ encourages faculty to communicate and share
thelr experlences and to renew thé human splrlt of 1nqu1ry and
service. This approach requlres the adm1n1 trator to listen to
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professors, communicaté regularly, help them tailor development
programs; and share owrership of the department:

This humanistic approach is one we have subscribed to in
the General Education Department at the Dallas/DeVRY Institute
of Technology. Within this approach dean and professor meet
formally and informally frequently to discuss individual
facuity development and renewal plans and to monitor
performance:

The use of this approach has increased the level and quality
of professional activity. Faculty have discussed and impléméntéd
a variety of instructional methods. Some have enhanced their
learning by delivering papers at professional conferences or have
broadened their perspective by becoming actively involved in
professional societies. Faculty share their discoveries and
insights to help create a community spirit. Morale is high and
the prospect of the administration's retaining faculty is great.

We are also concerned with preventing faculty fatigue and
burnout. Toward this goal we encourage faculty to teach new
courses, vary their schedules; and opt for preferred class
groups. We request faculty to provide us with course and
scheduling preferences. To alleviate scme of the menial work
and exam make-up services, access to IBM PC's, copiers, typing
Servicés; and audio/visual supplies.

We also promote faculty development and renewal by
introducing professors to disciplines outside their own. Last
year faculty attended in-house seminars in basic electronics,
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workshops in the use of computers and audio/visual materials, and

symposia on In Search of Excellence, contemporary Dallas

architecture, and cultural linguistics.

Faculty surveys and feedback sessions have verified that
professors approve of our approach to developiient and renewal.
They enjoy their work and will likely continue to pursue it

with enthusiasm and dedication.
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AWARDS FOR EYCELLENCE. A VEHICLE FOR

FACULTY DEVELOPMENT

Harry”é. Carter
charlene R. Black

Recognlzlng that a knowledgeable and hlghly motivated
faculty is a neces ry condition for the success of éﬁy §fagfaa
ae51gned to improve instruction, in 1985 Georgla Southérn Colléae
establlshlng an ongoing program fo* faculty recognltion.

Addre s*ng the multi-faceted dlmenSLons of the faculty role, four

Amaids for Excellence were created- two were deSLgnated for

recognxzed p#cellence in Research/Creative Scholarly Activity:

The purposes of thxs program are to: l) recognize and
reward facult" for exceptlonal achlevements in contrlbutlons to
lnstrucrion and rese arch/creatlve scholarly actxvxty and 2)
enhance thelr skllle in the areas of 1nstructlon and research.
Presentatlon of a plaque and a cash award at the June

commencement exercises achleved the first purpose. A series of

raculty development seminars in which rec1p1ents of these awards
shared Lhelr experlence and knowledge in the areas of research/
creative scholarly act1v1ty and/or lnstructlon thh their
colleagues fulfrlled the second purpose. Rev1tallzatlon and a
renewad commitment to excellence on the part of recipients and
facuity participants were latent functions of fhis program.

This §fé§éﬁeatiaﬁ desczibed the expressed faculty needs to

which these awards responded A second issué addressed in the
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presentation was the process by which two faculty committees;
the Faculty Development and Welfare Committee and the Faculty
Research Committee, developed criteria and the procedures for
selection of the recipients, thereby establishing faculty
éwﬁéfsﬁiﬁ of and commitment to the awards and the faculty
development seminars:

Thirdly, the presentation described the vehicle for
Eacuiﬁ? dévéiopmén£=:Ehé -eries of seminars presented by the

recipients: The format, schedule; and contents were discussed

in detail: An analysis of data gathered from presenters and
faculty participants provides the basics for evaluation of the
seminars' impact on instruction.

of the Awards for Excellence as a model for ﬁféféééiBﬁél and

personal renewal for the faculty and suggest modifications to

increase the program's usefulness.



IT'S HARD TO BE A BUDDHA WHEN YOU WORK IN ACADEME
Susan L. Hollis

In every perlod of recorded hlstory there have been

especxaiiy from the arts and from the blologlcal phys1cai and
social sc1ences, these 1nd1v1dua1s have burst through a common
bondage, composed of self llmltatxon and separatlon, and focused
on materiai and phys1ca1 well belng, 1nher1ted and often deluszve
bellefs, and a varlety of real or percelved barrlers. It seems
that for centuries the number of these individuals was few, yet
the impact of their search--for self-knowledge and knowledge of
Universal iaws::dfrected the dévelopment of civilization far more
than have the "conquerors of wars or giants of commerce"

(Hanson; 1974)

In today's "lnformatlon age," hoﬁeyer; one has only to
search the literature in any acadenic field to find, often
hldden in parable or allegory, evxdence that what was once
the province of many: The mysticai power of human's collective
search for Truth has now become a synergetlc power, prophesylng

the evolutlon of the inner self the soui aspect beyond the

men and women have touched a new realm of consc1ousness
descrlbed in Eastern thought as enilghtenment or awakening, and

1n Western psy< hologv as self- actualrzatlon.
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By examining Maslow's need-motivatior theory, this paper

"seeking the Truth." Difficulties arising from administrative
theor'’, founded in business ethics, where mén Seek to use mén
for prof.c-making, and the perceived ethics of a university

where self-governance; service to humanity,; and search for
Truth as idéals are suggéstéd. The paper ends by discussing
the symbiotic relationstip between the university and its
faculty and suggests that personal and professional renewal
comes from the soul aspect which looks outward, unifes, and
Supports; rather than focusing on separate and self-centeced

concerns.
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LEARNING TO LIVE WITH THE GHOSTS IN THE HALLS

Jlm W, Corder

The October 23 iéég, issue of The4ChronLcle4of HIgher

Educat%on, dramatlzes a probiem in our profeSSLon. On page 43,

Personal Renewa1 for Facuity A central front page artlcle,
under the tagline "Deeply Troubled Profession," carried the
Béa&ilne, "Nearly 40 Pct. of Faculty Members Sald to Consider
Leav1ng Academe." ThlS preséntatlon discussed a way of tﬁinking
our way ints this probiem, ending w1th a hope, not a solution;
our relative sophlstlcatlon in our place in the late twentieth
century notw1thstand1ng, we are tlll dlsturbed oy ghosts--they
represent what we think of as a 1914/1924/1934/but not 1985 model
of the ?rofession and ﬁféféééiéﬁéi gcheiafship.

giiéf’iy 'ciescrib'é'dr those others (in our often nostalgic
vienj were wise masters who knew everythlng, did everythrng
right, and tended to produce definitive works of scholarship,
commencing with thorough reviews of ail existing scholarship and
ﬁrécee&ing through authorltatlve studies: We often Eééégﬁiéé

that we are not they. The copiousness of print makes it seem

knowledge and the p sssure to publlsh suggests, at any rate,
that we ought to hurry. On given dreary afternoons, then, we
iook Up, see the ghosts, and kﬁéw that we are not they. But they
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Our own work shows that their work was not definitive. We
work in different ways now: our papers do not include reviews of
the scholarship; we plunge on into what we ourselves have to
offer. Sometimes that makes us lonesome; we do not find each
other in reviews of scholarship and so are not always present
fo help each other: But there need be nc final sadness in what

we do and are. We are in §fééfé§§: we are not finished
authorities; we ars making knowledge as we go, sharing it when
we can, recognizing that it is not finished and never will be.
Things don't stay fixed: One hope for che profession; I think,
lies in ridding ourselves of "mcdéig," of presumably
authoritative "right" visions, and in rejoicing in what we can

learn to be, provisional self-makers.
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USING AN EMPLOYEE ASSISTANCE PROGRAM (EAP)

TO AID TROUBLED FACULTY

Elizabeth Hosokawa

The University of Missouri-Columbia Employe xssistance
Program (EAP) ﬁféviéés a model for the adaptation of the
craditional EAP approach to £it this unique characteristics of
tﬁé 6niVérsity ccmmuni£§; In this model the EAP serves as an
advocate for both individual and institutional improvement.
The UMC model féﬁféééﬁéé a systems approach which provi&é§

ccess to a continuium of services ranging from assessment and

[+

i

featment of alcoholism to the early intervention and
individual seif-renewal. These services are available through
referal to a variety of programs both on campus and in the
community. The EAP functions as a broker 1ifiking service

providers with clients in need of assistance.




REKINDLING THE FIREgiéfafBEHKVIORAL MANAGEMENT SYSTEM

TO MAXIMIZE POTENTIAL -AND-TO ENHANCE PERSONAL
AND PROFESSIONAL PERFORMANCE

sééﬁﬁéh KéhéWaiew

Reklndllng The Fires is a seminar whrch xntroduces three

integrative behavxeral theories: "Rekindling"; "Maximizing
?ctential"’ and "Stress Break." The seminar, theories, and
books/workbooks were created by Dr. Stephen Kenewaiow, an
materials to enhance human and organizational behavior.

The Rekindling seminar is conducted in group sessions
censxstlng of twenty-fotr part1c1pants and can run fréﬁ tWenty-
four to forty-eight hours uependlng upon outcomes de51red

The Rekindling theories recognize that personal and
profe551onal growth is lmportant to most individuals. It sees
most 1nd1v1duais as endowed with untapéea reserves for
CreatiGiti; éreﬁth* Eeif:aét&aiizaticn, and active social,
pérgonai and pr ofe551onal enhancement and offers part1c1pants

strategies to release these reserves soO they can live their lives

to their fullest §6tent1al. A’ a 'esult of part1c1pat1ng in

opportunlty to renew thelr energy, personal strength and to
experience new ambition.

The ﬁaisr premise of the Reklndllng The Fires seminar is

that most 1nd1v1duals, and especxally prefessxonals, take prlde

in their work Any event or act1v1ty--at home or at work--which

short-circuits an - dual s work pace becomes frustratlng and
a "distressor." Thu ‘he primary emphasis of this program is
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even faster: Through each of the program phases participants
will learn spec1f1c methods, ways, technlques, and SkLllS to:

l: enable one to keep energy level high throughout the
day;

2. lmprove one's concentratlon, stop procrastination, and
ineffective daydreaming;

3. enhance decision making ability=-regardiess of the
pressure;

4. understand how to maintain one's composure--even though
others are losing theirs;

5. learn how to make fewer mistakes, accept those one
makes, and immediately bounce back to new challenges;
and

6. enable one to relax and renew oneself gquickly and
easily--in work and in home situations.

éurthérmoré, this program saves participants timé Erom having
sources, and lzaves nothing to gnéssﬁork’

The Reklndlxng The Fr' es seminar is not overly complex.

iﬁsééaa— the seminar is highiy structured easy to foxiow,
clear and conc1se, and édﬁcationally oriented: &ll the way
through part1c1pants know exactly what to do and have the
abiiity to accompiish each task. Most lmportantly, the
learnlng of thls behavxorai management system does not requtre
participants to change any of their goals or even thelr

llfestyle. In fact the part1c1patlon in the Reklndllng The

Fxres seminar will in all proBabxlxty enhance these.

Part1c1pants, after learnlng how to apply, personallze, and

1nternallze the Reklndllng The Flres behav1oral management

theories, w1ll be surprtsed at the changes that take piace at
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home and/or work: They will notice a new sense of energy,
viéé1xéy; aﬁé purpose. They w1ll sense a dlfference 1 the way
people react to them and they to them. Most 1mportantly, they
w1ll experlence the exc1tenent of being more in control of

Lheif life and thelr work.

As a resuit of part1c1pat1ng in the DekandlangﬁThe E;res

seminar, part1c1pants can hope to ga1n personally and
profess1onally since the program offers systematlc iearning
opportunities and practlce in such ba51c llfe skills as decxsxon-
makiﬁg, stress management, effectiVé communication, and thoﬁgﬁt
repro rammlng. In this seminar, ié&iﬁiﬁé opportunities provide
participants w1th avenues to develop a better understanding of
themselves and others. In addltlon partlclpants will grow in
self awareness, self- suffrclency, and self-reliance. Through
th1s program partlclpants w1ll experlence selfiact&aiiiation and
will find new value in thelr own totallty of Eéing; will be

able to take prlde in their own creative exp sion, and will

be able to rejoice in the1r own persona1 and emotional
expertences as well as in their own 1ntellectua1
accomplishménts;

Flnally, as a result of participating in the Reklndllng

The Fires semlnar, partlclpants w111 have an opportunity to
develop an array of corntrol methods and strategles to cope thh
stress; will be more able to break the hablt of self- llmltlng
thlnklng, and w1ll be more able to ékﬁéiiéﬁéé new 3uccess,;
enhanced potential; and 1mproved health at work, home, and in

leisure time activities.
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INDIVIDUALIZING YOUR FACULTY DEVELOBMENT PROGRAM
Marion A: Dougan
This ninety-minute session was presented in two parts: In
the first part, we reviewed the theory of adult development and
its research literature whlch con51dered the theorlee as they

related to faculty development/renewal. The second part of the

session was experlentlal in nature. Durlng this tire,
part1c1panfs utlllzed the materlal from the first presentatlon to
"solve" faculty development/renewal 51tuatlons rn their own
institutions:

@art i _ ,:,Q,éé'i?zﬁi;'::::::,

Flve ObjectheS were developed for part I. They were:

1. Participation in a review of the theorles andfﬁ%
literature relating to adult growth and development.

2. Notlng the relatlonshlp of this 1nformatlon to faculty

in higher education.

3: Idéﬁtlflcatlon of experlentlal and oevelopmental
patterns existing among faculty

planning faculty development programs.

5. 1'de*xtlflcatlon of the need ‘or 1nd1v1dualrzat1on of

faculty development programs based on individual needs
assessment of faculty.

Adultebéiéioiﬁéﬁi

dult develooment was con51dered as 1t related to career

works. The writings of Cytryrbaum et al. (1982), Baldwin and
Blackburn (1981), and Baldwin (1979) were reviewed and

discussed. These auvthors indicate the need for a humanistic
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approach to faculty. Wlth an aglng professorlate, who are less

mobile and probably tenured ifi order to malntaln 1nst1tutlonal

are experienciné personal sta&es ot érontﬁ and developﬁéntz As
one adopts thlS polnt of v1ew the adv1s1blllty of review and
poss1ble revision of oollcies and procedures related to faculty
movement within the institution needs to be considered. The
focus of thlS review could be based on three criteria:

The humanxstic approach (the whole person)

Adult development theory

Career progression deVelopment;

We moved then to a réviéw of the literature related to
%éééiéy éévéiééﬁéﬁé. The writlngs of Menges (l985), Baldwxn
(1984), Braskamp et a (1984), Simpson and Jackson (1984), Mathis
(l§§§) and Hodgklnson (1974) were discussed. Developmental/
renewal is looked at as growth/rejuvenatlon, rev1talﬁzatlon, new
beginning. Tc address needs which arise in meetina these
conceptual concerns, the authors again stress the lmperatlveness

of seeing faculty in a humanistic sense and assis ting them to
address key concerns which they are facing. This can be done by
hav1ng key administrative persons support and back up the suppoit
with' ioney for use in the faculty development program Such
assessment in order to promote a vigorous intéllécfﬁél climate

and hlgh quallty educatlon.

various stages of development among the faculty in che areas of
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personal and prcféééicnal needs: Needs assessment would then be

based cn the humanlstlc approach and the theorres of adult and

career development; Vitality WIthOut Mobllltx was dlscussed

along with other assessment sources: Discussion focused around
ways one could develop his/her own inventory-:

part IT - Experiential

Group members were asked to select one of the following
five ideag. The reason for the selection was to be the
participant's perceived relevance to faculty development
concerns at the home institution. Each group then worked with
the idea a<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>