
The highly competent and creative 
staff members who provide leadership, 
develop quality proarams, and en­
courqe CORUDun•ty participation arc 
key flaurcs in the community junior 
colleJe. 
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to arow dull and cynical: what is 
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en rather than exemplars for other 
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lalorvice proarama should take 
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because the latter will not graduate 
enouah staff to meet the needs of 
community-junior colleae employment. 
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Primary responsibility for inservice 
programs should be assumed by the 
college. Staff development would be 
viewed as a priority activity; other­
wise, it will remain outside the col­
lese. a service of the university. The 
community junior college should de­
fine its own requirements, and be the 
designer of its own programs. 

This commentary is typical of pro­
grams across the country. Some col­
leges provide no inservice opportuni­
ties, though most have at least an 
orientation program before the start 
of fall classes. 

Some even provide for periodic 
programs during the year and a llow 
staff members to attend off-campus 
programs. But too few provide a well­
designed, strongly supported, institu­
tion-wide inservice program. 

Poor programs abound for a vari­
ety of reasons. The lack of leadership 
at the top is a primary one. Many 
presidents assume an avuncular role 
and see inservice education as a one­
day orientation session. Some pro­
grams are organized by the academic 
dean and department heads to relay 
information. 

A POOR SUBSTITUTE 

A consultant may be invited to 
speak about the mission of the two­
year colleJe, or the nature of the 
college's students. Then, inservice ed­
ucation is ignored until the following 
year. 

Administrators perpetuate poor pro­
grams by supporting blind salary 
schedules which reward only the 
quantity not the quality of accumu­
lated graduate course hours. 

Staff members take all kinds of uni­
versity evening and extension courses 
because 15 additional credits will add 
a certain number of dollars to their 
salaries. 

A hodgepodge of university courses 
should not be rewarded more than 
coordinated inservice experience. Uni­
versity courses that are part of a well­
designed, individualized, college ap­
proved, continuing education proJram 
are certainly appropriate for staff and 
salary advancement. 

If staff development is to be effec­
tive, someone must assume responsi­
bility for coordination- n assistant 

to the president, the academic dean. 
a special committee from the faculty 
council. or a staff development officer. 

The program sh ould continue 
throughout the year, and support the 
long-range improvement of the col­
lege. Many group activities may be 
available, but each staff member 
should have a program for his per­
sonal development. 

As Rupert Evans has said, " It should 
be the responsibility of every admin­
Istrator to bu1ld, m cooperation w1th 
each stati member, an individualized 
staff development plan covering at 
least five years." I 

Staff development will enhance 
student development. When the cli­
mate of learning for staff is open, 
flexible, affirming, challenging, the 
climate of learning for students is 
likely to be similar. 

Programs should include evaluation 
processes, allowing the individual and 
the college to determine progress. 
They must not be "seek and destroy" 
missions, but should focus on im­
provement. Arthur Cohen has said, 
"1 don't see instructor evaluation or 
training as some kind of reward­
punishment cycle. I t's all reward. It 
has to be. You're not setting up eval­
uation schemes or training schemes 
in o rder to gather evidence on which 
to punish people or fire people.":! 

The aim is to develop a program 
that is so well integrated with the 
fabric of the college that staff accept 
as nonnal the opportunity to plan 
goals and carry out activities that help 
them improve their teaching, admin­
istering, and counseling. When the 
rewards are clear, and the opportu­
nities are provided, staff members will 
choose to be innovative and creative. 
When staff members begin to grow 
and develop, the college wi ll become 
a more potent force. 

OVERLOOKED IN BUDGETS 

During the present period of high 
competition for budget dollars, in­
service training has maintained a con­
sistently low status, with little fin an­
cial backing. One important exception 
to this rule, however, has occurred in 
Florida. That state's legislature has 
allocated special funds for staff devel­
opment programs in community and 
junior colleges. 

BY TERRY O'BANION 

Every state in the nation has a 
community junior college, and each 
of these colleges should have an in­
service training program for staff. 
State departments of education should 
develop comprehensive, s t a te wide 
plans to coordinate the efforts of state 
colleges and universities, state profes­
sional associations, regional labora­
tories and agencies, and individual 
community junior colleges. 

State universities often duplicate 
inservice efforts; this duplication could 
be avoided in a coordinated state plan. 

The Comprehensive Community 
College Act of 1969 placed high 
priority on state plans for staff devel­
opment. The Act called for a master 
plan for development in each state: 

The master plans will be developed 
jointly at the state level with all post­
~econdary education agencies within that 
state. They will set forth a state-wide 
plan for the improvement, development, 
and construction of comprehensive com­
munity colleges, including first, the de­
velopment and implementation of com­
prehensive curriculum programs that 
have a special emphasis on the needs of 
the educationally and economically dis­
advantaged: !lecond. the training and 
development of faculty and staff .... • 

THE FLORIDA PLAN 

The Florida plan could serve as a 
model for other states. During the 
1968 Special Session of the Florida 
Legislature, a bill was enacted pro­
VIding funds for staff and program 
support. A statewide committee o rga­
nized and implemented guidelines, 
and every college was required to 
formulate a long-range plan for de­
velopment in keeping wi th the col­
lege's philosophy and objectives. 
Goals for staff and program develop­
ment were to be specified, and projects 
and activi ties for achieving them de­
scribed in detail. Each college had to 
submit procedures for evaluating its 
achievements, and for choosing alter­
natives when it submitted its budget. 
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The full report of the National Advisory Council on Education Professions Development on the training and development of 
educational penonnel for community and junior colleges (report title: "People for the People's College") is being carried 
forward into paperback book form by the University of Arizona Press, and will be released in October under the title 
TEACHERS FOR TOMORROW: Staff Dt~·tlopmtnt in the Community-Junior College, by Terry O'Banion. Copies of the 
190-page paperback book are $2.75. with a twenty percent discount (net $2.20) granted by the Press on bulk orders for 25 
or more copies. Write: The Univenity of Arizona Press, Box 3398, Tucson, Arizona 85722. 
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