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ABSTRACT

In this study, the Delphi technique was used to identify
and prioritize the professional development needs of
instructors responsible for the delivery of user-pay business
career programs in the province’s private post-secondary
school industry. The study sought to describe (a) the ways in
which the professional development needs of these instructors
may be wet, (b) the types of professional development
activities in which private post-secondary business career
instructors participate, (c) the professional development
activities judged by instructors as being most beneficial and
meaningful, and (d) the role of the administration of private
post-secondary schools in helping instructors achieve
professional growth.

The Delphi process utilized in this qualitative research
involved two rounds of data collection. The first round
questionnaire was exploratory in nature, consisting of open-
ended questions. Round Two items, which were fed back to the
Delphi panel for assessment and reaction, were derived from
the information obtained from the first round questionnaire.
Round One resulted in a response rate of 68.75%; a response
rate of 62.5% was obtained for Round Two.

Results of the study indicated that private post-

secondary business career instructors required professional



development activities that satisfy general role-related,

role-specific, interpersonal, and personal growth needs.
The general role-related needs identified were the
acquisition of additional teaching methods and strategies,
academic credentials, and current resource materials. Keeping
abreast of changes in industry and computer training were the
principal role-specific needs that were identified.
Interpersonal development needs included motivational and
student management skills. In the area of personal
professional development, teaching skills compatible with the

requirements of other provinces were identified.
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CHAPTER 1

BACKGROUND AND ORIENTATION TO THE STUDY

Introduction

The purpose for undertaking this project was to ascertain
the professional development needs of instructors engaged in
the delivery of user-pay career training programs in private
post-secondary schools in the Province of Newfoundland and
Labrador. The findings generated by this research are
considered beneficial to the administration of these schools
and to the Newfoundland and Labrador Association of Career
Culleges in identifying specific development needs that can
potentially contribute to the professional growth of their
business career instructors. This study may also be utilized
by organizational decision makers as a model for future needs
assessments in order to assist them with planning meaningful
professional development activities for their teaching
personnel.

The 1literature on adult education and proiessional
development stressed the necessity for active participant
involvement in determining needs and planning relevant
professional development learning experiences. This study
included a literature review relative to adult learning, needs
assessment, personnel development models, and professional and
staff development. For the purposes of this study,

professional development was used as an umbrella concept,
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encompassing all formal and informal individual and group
activities in which instructors engage to contribute to
organizational goals or to meet personal professional
development needs.

The Delphi technique was employed as the research design
for this study. This technique has been found to be effective
for ascertaining group needs and for setting priorities. It
is conducive to research in which ideas, opinions, and
judgements are solicited from participants to derive a
consensus on needs. The Delphi technique has been used to
establish a base of knowledge for the field, particularly when
little research has been done. In this study, the Delphi
methodology was adjusted and used to solicit participants’
viewpoints as a means of determining the professional
development needs of private post-tecondary school instructors

engaged in the delivery of business career training programs.

Background of the Study
wWith the growth of the private school industry, the
established private post-secondary schools in the St. John's
area were instrumental in forming the Newfoundland and
Labrador Association of Career Colleges (NLACC). An informal
conversation with an executive member of this association
revealed that its initial purpose was to serve as an ihterest

group sieeking access to the decision-making process affecting
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the private school industry. The NLACC is now recognized as
the voice of the industry and has also evolved as an
organization offering professional services to its growing
membership.

Nineteen schools, colleges, centers, and institutes were
members of the NLACC when this study was proposed. Of these
19 members, 10 were conducting business career training
programs for user-pay students. An additional four centers
(campuses of existing schools) were also conducting Level I
business training but were not yet members of the association;
however, in these cases, the parent schools were standing
members. It was initially proposed to include instructors
from the four non-member schools as well as those irom the 10
official member schools in the sample population of this
study.

Due to changing program offerings and enrolment trends,
only 11 members and non-members of the 14 schools were
actually engaged in user-pay business training when data was
collected for the study. Consent from administration was
sought to allow instructors from these 11 schools to
participate in this research project.

Decision makers would have a needs assessment profile of
business career instructors which they may use as a basis for

designing and implementing future professional development
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activities. It is intended that the findings derived from
this research be used for professional development planning
purposes, either independently by the sample schools or
collectively in collaboration with the NLACC.

Private training schools have now become an integral part
of the Newfoundland and Labrador training system; some of
their program offerings provide students with numerous career
choices which may not be available through the province's
public community colleges. When this study was initially
conceived, there were 62 such schools and centers registered
with the Department of Education. Of these, 41 offered user-
pay programs, categorized as Level I registration. Two other
categories of registration also applied to the course
offerings of private career institutions. Financially
sponsored training programs were registered with the
Department of Education as Level II.' These took the form of
contract training and were often not a part of a school’'s
regular, ongoing program offerings; these specific training
programs were externally funded and offered to selected

individuals or groups to assist them in the acquisition of new

Level II programs have since been categorized and
included as Level I registration.
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skills. Some private schools also offered Adult Basic
Education, categorized as Level III? registration.

of the 41 registered schools (referred to above)
offering user-pay programs, one was based in the United States
and seven were situated in other parts of Canada. These eight
out-of-province institutions were registered to offer
correspondence courses to Newfoundland and Labrador residents;
the remaining schools and centers were dispersed regionally
throughout the island of Newfoundland. Based on available
information provided by the Department of Education, at that
time there were 14 resident schools involved in delivering a
total of 67 Level I business training programs, with 120
instructors employed to teach these courses to a total
enrolment of 1,930 students.

The number of programs offered and the number of programs
delivered by the private post-secondary school industry are
not necessarily the same. Although private schools may be
registered to offer Level I business career courses, the
number of programs actually taught at any given time is based
on the demands of the marketplace. For example, a college may

offer secretarial training, but because of limited student

c Adult Basic Education programs are now categorized as
Level III registration.
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interest, it is not financially viable for that school to

conduct the program.

Definition of Terms
Terms related to private post-secondary schools have been
used above and their corresponding meanings will have been
inferred. However, to facilitate comprehension and to help
avoid any misunderstanding, some of the terminology relative
to this setting is listed below and defined within the context
of this study.

Business career instructors. Private post-
secondary school instructors engaged in the
delivery of business career training programs.

Business (career) training programs. Courses of
study leading to a diploma or certificate and
qualifying the graduate for employment in a
recognized business-related career field.

Level I Registration. The classification used by
the Department of Education to designate user-pay
training programs.

Private post-secondary schools and colleges/Private
training schools/Private career institutions or
schools or colleges/Private training centers and
institutes. Privately owned and operated for-
profit post-secondary schools delivering career
training courses and/or Adult Basic Education
programs .

Newfoundland and Labrador Association of Career
Colleges. An crganlzatlon representing the needs
and interests of the private school industry.

Private (post-secondary) school industry.
Terminology used to describe the business of
education and training.
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Private post-secondary school instructors.

Individuals employed as teachers in private post-

secondary schools and colleges.

User-pay programs. Career training programs for

which students are financially responsible for

tuition costs incurred. This term is used to

differentiate these courses from training and

academic upgrading programs in which the costs for

students are funded by Human Resources Development

Canada or other external funding agencies.

Statement of the Problem

There 1is 1little information available regarding the
patterns associated with the professional development of
private post-secondary school instructors. Many of the
individuals employed as instructors in private post-secondary
schools have entered the profession as content experts, not as
educators; others have been trained as teachers but do not
have practical work experience relative to the career programs
taught. As a result, there is a need for professional
development in order to meet the instructional, technological,
organizational, or other demands of the profession. Although
the private post-secondary school industry has grown steadily
in this province, there has been a paucity of research
conducted in this area. This study was designed to explore
and identify the various needs and practices relative to the

professional dev pment of private post-secondary business

career instuctors.
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Research Questions

The following research questions formed the basis of this
needs assessment study:

1. In what kinds of professional development

activities do business career private post-
secondary instructors participate?

2. How are these experiences described by the
instructors?
3. What are the professional development needs of

private post-secondary instructors engaged in
the delivery of Level I business career
training programs?

4. According to the instructors, what types of
activities, programs, or learning experiences
would assist them in meeting their
professional development needs?

5% What role does the administration of private
schools play in supporting the professional
development of their business career training
instructors?

6. Are there additional roles that the
administrators of private schools might play
in meeting the development needs of these
instructors?

L ations of the Study
This study has limitations in two areas. Based on
schools’ and instructors’ willingness to participate, the
sample for this study included respondents from the business
education instructor population of seven member schools of the
NLACC. These findings may be generalized only to the target

population of Level I business career instructors employed in
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private post-secondary schools which are members of this
association.

This study is limited to the participants’ perceptions
and their abilities to assess their own needs. External
influences, such as discussion of the study with colleagues or
superiors, may have affected the information provided by

respondents.

Del ations of the Study

For the purposes of this study, the following
delimitations were in place:

Sample. The sample was restricted to business career
instructors employed in resident private post-secondary
schools located on the island portion of Newfoundland.

Length of Time for Data Collection and Analysis. Data
collection and analyses were conducted between December 1994
and June 1995.

Research Methodology. The study was undertaken using a

Delphi technique, modifieZ for needs assessment.

Organizational Qverview of the Study
Chapter 2 contains a review of the literature on the
topic of professional and staff development. Personnel
development models are presented, and professional development

is examined within the centext of research on adult learning.
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“pecific practices and development activities in the area of
further education are also addressed. The chapter concludes
with a discussion of the kinds of needs assessments used for
professional development purposes in education and an
examination of the Delphi technique.

In Chapter 3, the procedures employed for obtaining the
study’s sample as well as those implemented for the collection
and analysis of the data are outlined.

The results of the information gathered in both rounds of
the Delphi process are systematically presented in Chapter 4.
The presentation of these results is followed by a discussion
of the findings relative to the study’s original research
questions.

The final chapter, Chapter 5, draws conclusions and
recommendations from the study’'s findings and offers

recommendations for further study.



CHAPTER 2

LITERATURE REVIEW

Introduction

Inherent in teacher or instructor development is the
concept of change. If instructional personnel change and
improve through their development efforts, then the
organization should change and develop as well ysurke, 1990).
Employees who are able to meet their own needs for change and
growth will be effective in contributing to organizational
change (Rusk, 1990). Therefore, professional development
activities must be designed to meet the needs of instructors
as well as those of the school. It is by meeting individual
and group needs that organizational goals are achieved.
According to Doll (1983), "The best reasons for changing are
need-related. The learning teachers feel they really need,
they are motivated to get" (p. 114).

Planned educational change is achieved through
professional and staff development efforts. Robertson (1988)
acknowledged that professional development has always been
used as a means for effecting change in education; and Guskey
(1986) noted that change is a learning process for teachers.
Fullan (1991) further added that professional development is
one of the most promising and powerful routes to facilitate

change and promote growth on the job.
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The Meaning of Professional Development

Various and similar definitions of professional and staff
development were found in the literature. Most of the sources
reviewed used the terms professional development and staff
development interchangeably. Orlich (1989) stated that the
terms professional development, in-service training,
professional growth, staff development, and in-service
education were used with the same frequency in the literature
and that the one chosen was more a matter of author preference
than any significant difference in meaning. The definition
offered by Billings was referred to by Bell (1991) and Muller
(1988) respectively as professional development and staff
development. Dean (1991) explained that these terms tend to
be wused interchangeably to describe the processes of
individual development and organizational growth.

Heideman (1990) described staff development as a growth
process designed to influence professional educators’
"knowledge, attitudes or skills thus enabling them to create
educational concepts and design instructional programs to
improve student learning" (p. 4). Corda (1983) defined staff
development as "those programs and experiences developed to
enhance the competence and personal development of staff

members" (p. 51):; and Castetter (1986), as "the process of
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staff improvement through approaches that emphasize self-
realization, self-growth, and self-development (p. 292).

According to Reilly (1990), professional development is
a term used to "denote those competencies which will help the
teacher convey more effectively his/her subject matter" (p.
11) . Professional development was described by Fullan (1991)
as "the sum total of f£ormal and informal learning experiences
throughout one’s career from presevice [sic] teacher education
to retirement" (p. 326).

within the specific context of higher education, staff
development was defined by Stone (1990) as "an activity
designed to facilitate the learning of how to facilitate
learning” (p. 191) and by Dale (cited in Schultz and Torrie,
1983) as "the totality of educational and personal experiences
that contribute toward an individual’s competence and
satisfication in an assigned professional role" (p. 1).

Hoerner, Clowes and Impara (1991) described professional
development in higher education as "systematic and intentional
efforts delivered at the departmental, division, or college
level concerning such areas as general professional
responsibilities, teaching and advising, discipline
competency, and institutional development related to
occupational programs" (p. 352); and Harding, Kaewsonthi, Roe

and Stevens (cited in Main, 1985) noted that professional
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development for post y educators "may be viewed either

as an outcome--the growth of the individual--or as a process--
the conditions offered or imposed by an institution to effect
that growth" (p. 12).

Rogus (1983) viewed staff development as being limited to
activities carried out by the school system or school itself;
Tindill and Coplin (1989) agreed that staff development is a
process involving an entire staff and contended that
professional development is what teachers do independently to
achieve personal or professional growth. According to Acebo
and Watkins (1988), "Personal development, staff development,
organizational development, and program development are
overlapping processes. Changes in one affect the others;
hence, all should be viewed as parts of an interactive

learning system" (p. 59).

Personnel Development Models

The formal personnel development process includes several
stages. Various human resource and staff development models
were discussed in the literature as a systematic procedure for
achieving both organizational goals and personal professional
growth.

Ryan  (1987) described his organizational  staff
development model as comprehensive, yet simple enough to be

practical. It consisted of eight stages, beginning with the
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formulation of policy and school mission statements respecting
staff development. The second phase, foundations, consisted
of a review of relevant research and literature as a means of
providing guidance and direction. The third phase, impetus
and initiative, advocated a proactive approach to the
awareness of need, to initial purposes and goals, and to the
problem-solving process. The next stage involved the
commitment of material and human resources to the overall
effort. After the preceding had been established, an
identification and analysis of needs, deemed to be of crucial
importance, was then undertaken. The needs assessment process
was followed by program development and program delivery. The
final stage, evaluation, assessed each of the phases for
possible revision and reassessment, including the evaluation
process itself.

The operational procedures for the staff development
process given by Webb, Montello and Norton (1994) included
five steps. The adoption of a guiding philosophy; the
development of goals and objectives relative to identified
needs; the planning of programs, activities, and delivery
systems and the determination of responsibilities; the
scheduling and delivering of plans and programs; and the
evaluation of the process were the operational procedures

through which this model progressed.
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Dean (1991) outlined a model that may be used for formal
or informal program planning which adhered to the following
framework: state aims, create policy, assess needs, state
objectives, plan program, and evaluate.

The key elements of the personnel development process
identified by Castetter (1986) were the diagnostic, design,
operations, and evaluation phases, with the diagnosis of
development needs determined by an analysis of individual,
group, and system requirements. Corda’'s (1983) staff
development model included needs assessment, program
development, program implementation, and evaluation.

A systematic approach to staff development advocated hy

Verma (1984) emphasized the three i t components of

planning, implementation, and evaluation that can be achieved
through feedback. In the planning component, emphasis was on
needs assessment and the strategies required to meet those
needs. A similar approach was provided by DeRoche (1987), who
identified needs assessment, program planning and
implementation, and program evaluation and feedback as the
three major aspects of staff development programs.

Doelker and Lynett (1983) suggested that staff
development be addressed from an ecological viewpoint, with
preplanning, planning, training and follow~up, and

renegotiation phases. The primary task of the planning phase
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was to identify specific training needs. During the
renegotiation stage of this circular, ecological paradigm, the
impact of training was evaluated and also used as a process of
continuous need assessment.

Koll and Hetland (1983), in their treatment and
discussion of an andragogical approach to professional growth,
identified the assessment of needs, program planning, program
delivery, evaluation, and follow-up as the components
necessary for effective staff development programs.

The elements of the human resource model for staff
development espoused by Parker (1990) included needs
assessment, planning, implementation, evaluation, and
participant empowerment. In this model, the elements of
assessment and planning were especially intertwined because
the emphasis was on comprehensive programming to meet the
needs of individual teachers.

According to Rogus (1983), the first ingredient of an
effective staff development program was commitment, which
takes the form of both a policy statement and the provision of
resources. This was followed by a needs assessment and
diagnosis. Once needs assessment data were collected and
analyzed, program objectives were set and ensuing activities

planned and implemented. Evaluation involved continuous
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examination of resources, planning procedures, and learning
outcomes.

A staff development model found to be effective for in-
service training in a supportive school context was provided
by Wood, Thompson and Russell (1981). In the initial
readiness stage, a school climate supportive of change in
professional behaviour was developed. This element of
readiness has been identified by Urick, Pendergast and Hillman
(1981), along with awareness and commitment, as one of the
three pre-conditions for curriculum change or staff
development. According to Wood et al. (1981), "once a school
has established a climate conducive to growth, developed
common expectations for improvement, and made a commitment to
professional development, it is ready to move on to Stage II"

(p. 68). It was in Stage II, the planning stage of this

model, when a needs would be ed. This was
followed by training, implementation, and maintenance. The
maintenance phase was designed to evaluate learning outcomes
and completed the model's cycle by generating new data and
needs that could be used to plan additional development
activities.

Blair and Lange (1990) also described a model on which
district staff development may be based. The key phases of

this design involved creating awareness and readiness,
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conducting a needs assessment, and planning, implementing, and
evaluating the program.

Hipps (1982) discussed a procedure for faculty
development in higher education as a means of realizing
institutional change. The first step in this procedure was
the formulation and agreement on the mission, goals, and
objectives of the organization. After organizational goals
and objectives had been established, the next step in the
process was the assessment of needs. Supported by the needs
analysis, the resulting goals and objectives for a development
program were then identified. The next stage was planning and
designing the actual program based on the commitment of
resources. The final step in this process was evaluation.

A series of guidelines for organizing staff development
programs at the college level was provided by O’Banion (1982).
These included the following: an assessment of administrative
views and support; institutional and professional/personal
needs, and internal and external resources; a statement of
philosophy to focus the program; the co-ordination of
organization and staffing appropriate to the resources of the
institution; a wide variety of activities designed to meet the
various needs of participants; incentives and rewards, such as

release time, institutional recognition, and stipends, or
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intrinsic personal and professional growth; adequate funding;
and program evaluation.

As illustrated by the above discussion, various personnel
development models may be utilized as a basis for pre-
planning, planning, implementing, and evaluating formal
professional development programs. All of the models
presented above shared many or some of the same components and
characteristics. Integral to each of the professional
development strategies reviewed was the importance of
assessing participants’ needs and designing learning

experiences intended to meet these needs.

Professional Development and the Adult Learner

The concept of andragogy, or how adults learn, is based
on certain assumptions about the characteristics of the adult
learner (Ellis and Bernhardt, 1989; Dalellew and Martinez,
1988; Knowles, 1970). Four of these assumptions deemed to be
critical by Knowles (1970) are:

(a) adult learners are self-directed;

(b) adults possess a range of experiences that may
be used as resources for learning;

(c) adults are motivated to learn for specific
purposes; and

(d) adult learning is problem-oriented and
requires immediacy of application.
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Those responsible for planning staff development require
an understanding of the principles of adult learning as they
make decisions about the design and delivery of staff
development and in-service programs (Dalellew and Martinez,
1988; Moore, 1988; Palmer, 1989; Wieck, 1979; Wood and
Thompson, 1980). Knowledge of the characteristics of
andragogy must be applied to planning and implementation as a
means of providing teachers with meaningful and relevant
learning experiences (Guglielmino, 1993; Marshall and
Caldwell, 1984; Richardson and Prickett, 1994; Wieck, 1979).
Staff developers can help educators develop an internal locus
of control, manage change and enhance self-esteem by applying
andragogical principles to the delivery of district and
individual professional development programs (Krupp, 1991).

MacKay and Hixson (1977) noted that each adult person
"has lead a unique life, has developed a unique body of
knowledge and set of skills and a unique set of habits and
attitudes" (p. 148). Adults who enter into a learning
situation are highly differentiated and, therefore, have
diverse needs (Dettmer, 1986; Levine, 1993; Roth, 1989; Shipp,
1978). Dettmer (1986) further added that numerous factors
influence participant needs for adult learning experiences
such as in-service and staff development. According to Aquila

and Galovic (1988), these variables must be taken into
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consideration in order to individualize learning and change
efforts in order to meet the professional needs of adults.
Adults are motivated to learn only what they perceive as
being necessary and relevant to their personal situations
(Ellis and Bernhardt, 1989; Pine and Horne, 1969; Wood and
Thompson, 1980; Zemke and Zemke, 1981). Krupp (1991)
maintained that in designing programs intended to meet the
personal and professional needs of participants, it was
important that staff developers seek information about
participants as a first step in program planning. Marshall
and Caldwell (1984), Wood and Thompson (1980), and Tyler
(1990) further suggested that in-service programs be more
individualized by relating to learner interests and needs.
Adult learners see themselves as independent and self-
directed (Guglielmino, 1993; Knowles, 1970; Moore, 1988;
Wildman and Niles, 1987; Zemke and Zemke, 1981). Brundage
(cited in Taylor, 1986) described self-directed learning as
"learning what’s important for you to learn, in the context of
your life, your work, and your situation, and using the
resources that are available to you . . . particularly your
peers" (p. 5). Adults have a wide variety of experiences and
knowledge from which to draw upon; the sharing of this
expertise with colleagues may be used as a resource for

school-based in-services (Blair and Lange, 1990; Dunaway,
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Mechenbier, Parsons and Wright, 1987; Fessler, 1990; Koll and
Hetland, 1984; Reilly, 1990; Stallings, 1987; Steffin and
Sleep, 1988).

In addition to involving teachers in planning and
carrying out learning activities, Dalellew and Martinez (1988)
and Koll and Hetland (1984) recognized the value of enabling
participants to share their experiences while attempting to
incorporate new learning into their personal frames of
reference. Within the context of self-directed learning as a
means of realizing professional growth, Moore (1988) discussed
how individuals can construct their own learning environments
and stated, "Staff developers can make concerted efforts to
use materials that encourage self-directed learning" (p. 3).
Additionally, she contended that "faculty workshops can also
include opportunities for independent study, and the overall
staff development effort can include recognition for
independent study" (p. 3). Geller (1982) purported that the
most compelling professional development was that which was
self-initiated.

Adults are generally internally motivated (Dickinson,
1973; Doll, 1983; Herzog and Koll, 1990; Zemke and Zemke,
1981). Their participation in activities designed to foster
growth and facilitate change must be voluntary, not imposed

(Allen, 1979; Pine and Horne, 1969; Robertson, 1988); the
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imposition of learning is ineffective and unlikely to result
in the desired outcome (Daresh, 1987; Dawson, 1978; Ryor,
Shanker and Sandefur, 1979).

According to Palmer (1989), adult learners are motivated
to participate in learning activities to acquire new skills or
information for which they have an immediate, practical use.
This assessment was reiterated by Dalellew and Martinez (1988)
and Zemke and Zemke (1981), who further added that adults seek
specific learning experiences for which they have a need for
the knowledge or skill being sought. This implies that
planned professional development activities must be designed
to help participants cultivate the skills or knowledge which
they perceive as being practical and relevant to their
specific situations.

It is necessary that professional development efforts
address the practical concerns of participants and provide
them with concrete, problem-oriented or hands-on learning
experiences (Dalellew and Martinez, 1988; Dettmer, 1986; Koll
and Hetland, 1984; Moore, 1988; Palmer, 1989; Ryor et al.,
1979; Thompson and Cooley, 1986; Tyler, 1990; Wieck, 1979).
Rogus (1983) noted that "learning by doing" has been found to
be very effective in working with adults. Brown and Scribner
additionally (1982) reported that in-service activities which

offered vocational educators active participation and
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immediate opportunities for success ware found to be the more
successful of in-service formats.

Zemke and Zemke (1981) pointed out that the needs,
interests, and values of adults continually grow and change
and that learning experiences need to be designed to
accommodate people in different life stages. Teachers’ needs
change as they progress through the different developmental
stages of their adult lives and professional careers (Burden
and Wallace, 1983; Burke, 1990; Duncan and McCombs, 1982;
Evans, 1989; Krupp, 1983; Levine, 1993; Parker, 1990; Spector,
1989; Stallings, 1987; Steffy, 1987). Moore (1988) stated
that an understanding of the stages, roles, and changes of
adulthood is an asset to the adult educator and, moreover,
should be considered a factor in teacher development. DeHart
(1982) noted that professional development programs "should be
designed to address adulthood theory and career development
theory" (p. 15); and Jones (1990) pointed out that training
needs to be appropriate to the different stages at which
individual teachers find themselves in their careers. Duncan
and McCombs (1982), in their presantation of the
characteristics of adult life phases as a basis for staff
development planning, insisted that knowledge about these

phases can be applied in planning a comprehensive professional
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development program appropriate to the needs of community
college faculty at different life stages.

Central to the concept of andragogy (and embedded in the
above discussion) is the underlying assumption that adults are
motivated to learn, through active participation, what they
consider to be relevant to their own needs. Massey (cited in
Ellis and Bernhardt, 1989) stated that adults must be allowed
to select their own learning experiences based on their self-
perceived needs and interests. According to Wood and Thompson
(1980), "adults will learn, retain and use what they perceive
is relevant to their personal and professional needs" (p.
376) . This view is supported by Byrne (1983) and Sergiovanni
and Starratt (1988), who acknowledged that the perceived needs
of teachers must be taken into consideration for meaningful
professional growth to occur.

The necessity of conducting needs assessments as a
prerequisite to successful program implementation was strongly
supported in the literature (Allen, 1979; Bennett and
Mitchell, 1983; Bradley, 1983; Browne and Ritchie, 1991;
Castetter, 1986; Daresh, 1987; Fairchild, 1987; Halvorson,
Thibodeau and McKenna, 1987; Heideman, 1990; Locke, 1985;
Main, 1985; The National Center for Research in Vocational
Education, 1985; O'Banion, 1982; Orlich, 1989; Thompson and

Cooley, 1986). This idea was further supported by one of
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Dawson's (1978) conclusions regarding in-service education
when he stated that:

If some group external to the people for whom the

in-service training is designed decides a priori

what teachers need, without takmg account of the

teachers’ own view of what is relevant to them,

then the chances are extremely good that teachers

will ignore the in-service activity. (p. 49)

By implication, the inclusion of teaching personnel in the
needs assessment planning phase of the professional
development decision-making process contributed to more active
participation and commitment to the program effort (Marshall
and Caldwell, 1984; Koll and Hetland, 1984; Locke, 1985;
Dawson, 1978). Harty (1980) noted that educators want to be
more directly involved in the design and decision-making
process with respect to their own career planning and
professional development.

According to Ladwig (1983), involving employees in
planning and decision making resulted in increased motivation
and commitment to organizational goals. Carbone (1990) and
Maeroff (1988) stated that access to decision making was
essential for teacher empowerment. Palmer (1989) further
added that participatory decision making was fundamental to
successful growth and learning, with empowerment the likely
outcome. Garmston and Pahre (1988) and Roberts (1990)
described empowered teachers as motivated and committed to

self-improvement, assuming responsibility for, and "ownership"
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of, their own learning, utilizing the continuously developing
resources within themselves as well as those external to them.

Andragogy stresses the importance and utility of
involving participants in the different phases of the
decision-making process affecting their learning experiences.
Levine (1993) stated that the idea of valuing participation
cannot be underestimated in relation to the concept of
empowerment . "With participation comes ownership; with
ownership comes investment" (p. 225). Research suggested that
participant input through needs assessments and participatory
planning was fundamental in developing a sense of ownership
and acceptance of a change effort (Locke, 1985); and a growth
plan activity was viewed more successful with commitment and
increased ownership on the part of those involved (Daresh,
1987; Geller, 1982; Rogus, 1983). Dean, Dean and Guman
(1992), in discussing a needs assessment that they conducted
at a mid-sized community college further emphasized that those
from whom the data were derived had greater ownership of the
subseguent results.

By using the Delpi technique in this study, private post-
secondary school instructors were involved in the
determination of their own professional development needs.
This was one way of helping to contribute to the empowerment

of their professional growth.
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Professional Development in Further Education

It is recognized that educators at the post-secondary
level huve often entered the profession prepared as content
specialists, not as trained teachers (Acebo and Watkins, 1988;
Alfano, 1993; Askins and Galloy, 1993; Pucel, 1989; Stone,
1990). It is also acknowledged that these content specialists
must acquire the teaching skills necessary to effectively
share their knowledge with students (Alfano, 1993; Askins and
Galloy, 1993; Stone, 1990). Further recognized is that all
instructors, including those who entered the teaching
profession as trained educators, must develop new teaching
skills and strategies in order to meet the demands of changing
technology and to improve teacher effectiveness (Alfano, 1993;
Bennett and Mitchell, 1983; Roberts, 1990). Hoerner et al.
(1991) reported that the majority of respondents in a research
study that examined professional development programs in
community and technical colleges identified teaching methods
and improvement of instruction as the primary topics. Leach
(1986) also reported that presentation skills and classroom
instruction, along with knowledge of adult learning, were the
items receiving the highest mean rankings in an assessment
study of the perceived importance of selected competencies

required for training and development professionals.
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In addition to acquiring instructional skills and keeping
up to date with changes in teaching methods, those responsible
for the training and education of others need to keep up to
date with changes in industry and business as well as in their
specialized areas of knowledge (Askins and Galloy, 1993; Barr,
1982; Bradley, 1983). Impara, Hoerner, Clowes and Allkins
(1991) noted that the rate of change and technical development
required that all faculty, especially those in occupational
and technical fields, be current in their area of
specialization as well as in methods of teaching. Roth and
Tesolowski (1984) added that vocational teachers were required
to contend with the applications of new instructional
technologies and equip students with the skills required for
a continually changing workplace. Cap, Breckman, Hink and
Ostermann (1981) and Van Ast (1982) asserted that a successful
professional development program of technical updating would
enable vocational instructors to supply technologically
current employees to business and industry.

The literature described professional development
programs instituted by some community and technical colleges
wheveby instructors returned to industry in order to maintain
skill currency and develop new skills and knowledge (Alfano,
1993; Anglin, 1981; Askins and Galloy, 1993; Bender and

Lukenbill, 1984; Bennett and Mitchell, 1983; Pieratt and
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Wilson, 1982; Rinehart and Schaller, 1983; Roberts, 1990).
This was achieved through formal occupational exchange
programs (Anglin, 1981; Pieratt and Wilson, 1982; Rinehart and
Schaller, 1983), sabbaticals or leaves of absence (Rinehart
and Schaller, 1983), internships (Askins and Galloy, 1993;
Bennett and Mitchell, 1983; Roberts, 1990), and summer
projects at industry sites (Alfano, 1993). Increased exposure
to business and industry was also accessible through
participation on various types of committees, active
memberships in professional associations (Rinehart and
Schaller, 1983), specialized industry workshops and seminars
(Bennett and Mitchell, 1983; Askins and Galloy, 1993),
industrial visitation, vacation experience, student co-
ordination visits (Bennett and Mitchell, 1983), and teacher
participation on advisory councils (Roberts, 1990). Within
the Canadian experierve, examples of vocational updating
practices at the provincial and territorial level, as well as
the nature and extent of possible updating programs, were
addressed by Cap et al. (1981).

The industry-based approach to faculty development was
supported by Conrad and Hammond (1982), who advocated co-
operative agreements with business and industry as well as
paired arrangements between faculty members both internal and

external to the organization. The kind of external
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arrangement advanced by Conrad and Hammond proposed that
instructors from the same discipline be paired for a semester
of shared professional development with their counterparts
from neighbouring colleges. For the internal paired
arrangements, it was proposed that experienced full-time
faculty share their teaching expertise with part-time
instructors.

The sharing of skills and knowledge between and among
colleagues has been found to be an effective form of
professional development, especially during the implementation
of an innovation (Fullan, 1991; Guskey, 1986; Jacobson, 1987;
Little, 1982). Collegial learning has also taken the form of
formal mentoring programs (Gould and Letven, 1987). As
induction programs, mentoring introduceu new teachers to
organizational structure and to policies and procedures;
mentors also assisted with classroom management and
instructional techniques (Fessler, 1990). However, the
benefits of mentoring were not only derived by the beginning
teacher (Gould and Letven, 1987). According to Parker (1990),
mentoring provided a professional development opportunity for
both novice and experienced teachers, "especially mid-career
teachers, with mentors citing benefits such as revitalization
of their own teaching and re-evaluation of their own teaching

techniques and beliefs" (p. 103).
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Mentors have been considered one of the most helpful
resources for professional development in vocational education
(Roberts, 1990) . Successful mentoring programs have not been
restricted to the pairing of instructors within the same
organization. Fuller (1987) described a mentor program in
which a participating university provided vocational teacher
education at area vocational-technical education centers.
Initially designed as a teaching induction program for trade

and industrial education employees, it was also tailored to

meet the professional development needs of in other
vocational program areas and to serve adults who wished to
begin preparing for employment in vocational education.

Smolin (1991) discussed a successful mentor program that
utilized the experiences of recognized expert teachers in a
vocational program area. These mentors helped participating
teachers implement a model curriculum through the use of new
teaching methods and instructional materials and local
community resources.

Loyd and Redick (1991) described a mentoring project,
based on a partnership between a local university and a county
career center, which grew out of their research on the
professional development perceptions of vocational teachers.
The role of the visiting, school-based mentor was to assist

individual teachers with their specific interests and needs,
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using small group activities only when teachers indicated
similar interests. Loyd and Redick (1991) credited the
accomplishments of the program to a number of key components
but primarily attributed its success to teacher initiative and
ideas.

Letven and Klobuchar (1990) maintained that educators
needed collegial support and recognition if they were to
remain challenged and enthusiastic and added that this was one
of the premises on which teacher professional development
centers was based. Gould and Letven (1987) noted that
teaching centers reflected the belief that collegial
interaction between and among peers facilitated professional
growth. Webb, Greer, Montello and Norton (1987) also stated
that in this setting, teachers were provided the opportunity
to communicate with other educators and exchange ideas and
experiences concerning curriculum and the instructional
process. Within the context of higher education, Halvorson et
al. (1987) discussed the evolution of a center for staff
development for university faculty based on the need to foster
a supportive climate for individual growth among professional
staff. The authors asserted that one of the reasons that the
center has been successful was because programs and activities

met participants’ felt needs.
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According to Garmston and Pahre (1988), educational goals
are accomplished mainly through teachers; furthermore, the
most valuable resource that any educational institution
possesses is its teaching faculty (DeHart, 1982; Hoerner et
al., 1991; Impara et al., 1991; Muller, 1988). Muller (1988)
added that from both an educational and a resource
perspective, the development of appropriate strategies for
furthering professional growth was a sound investment for
institutions of further and higher education. Acebo and
Watkins (1988) reported that a long-term view of faculty
development, as part of the process of developing an
organizational learning framework, encouraged the continuous
upgrading of the skills and abilities of faculty members.
Halvorson et al. (1987) noted that the more that an
organization encouraged and assisted individuals in these
endeavours, the better able it was to maintain the vitality
and productivity of its professional staff. Duncan and
McCombs (1982) stated that "when a college has an investment
in the growth of faculty ... benefits will accrue to the
organization as well as the individuals" (p. 26).

The ideal partnership between staff development and
organizational development, advocated by Hammons (1983), is

one in which professional development programs are related to
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both institutional goals and the needs of individual staff

members .

Needs in Education

An assessment of needs may develop through a desire for
information concerning either a performance problem or the
introduction of a new system, task or technology. According
to Rossett (1990), in both cases the starting point is a
desire to effect change. A needs assessment is a method of
determining the difference between what "is" and what "ought"
to take place in a school setting (Orlich, 1989). Needs
assessments ordinarily assume the following forms:

: Persons in supervisory positions determine

needs from their assessment of the quality of

work being performed by those reporting to
them.

Individuals are asked to state their own
perceived needs or to respond to a checklist
or similar instrument.

. 3 Groups of individuals (teams, departments,
schools) respond to various internal or
external pressures by planning collaboratively
to bring about specific changes (Dillon-
Peterson, 1981, p. %

What people say they need, documentation which identifies
needs, and observation of needs should all play a part in the
needs assessment program. Information from these sources may
be obtained through individual discussions and interviews,

observations, questionnaires, personnel appraisals, job
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descriptions, staff conferences (Dean, 1991), peer review
(cain, 1982;), and case studies (Verma, 1984). Other sources
of information which may be used in the needs assessment
process include students, research and current trends, program
evaluations, documentary evidence, student assessment/testing

programs, and long-range strategic plans (Blair and Lange,

1990) .

Similar techniques for determining training needs were
offered by Greene (1971). These included personnel
statistics, school and opinion surveys, performance

appraisals, requests by administrative personnel, examination
of personnel changes, and individual and group conferences.
Training and educational needs assessment data can also
be obtained through other methods, such as discrepancy
analyses (Orlich, 1989), competency-based systems (Clay,
Blakeslee, Holt and Silverman, 1985; The National Center for
Research in Vocational Education, 1985; Roth and Tesolowski,
1984), the nominal group process (Blair and Lange, 1990;
Parker, 1990), the Delphi technique (Orlich, 1989; Parker,
1990), clinical supervision procedures (Harris, 1980; Lovell
and Wiles, 1983; Sergiovanni and Starratt, 1988; Smyth, 1980;
Webb et al., 1987), and the Johari Window teacher self-

assessment process (Iwanicki and McEachern, 1984).
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Studies undertaken to determine the professional
development needs of teaching personnel have used a number of
the techniques listed above in the collection of information
for needs assessment purposes. For example, a competency-
based questionnaire was used by Leach (1986) to determine
potential professional development needs of individuals
working in the training and development field and by
Summerlin, Blackbourn and Hare (1986) to assess staff
development skill areas.

In order to target in-service provision, Cumming, Kidd,
McIver and Wight (1985) conducted one-to-one interviews with
teachers and senior management to identify respective
individual and school needs. Informal interviewing and a
formal questionnaire were the methods employed by Marshall and
Caldwell (1984) to determine the consistency of information
gathered in both formal and informal assessment procedures.
Huling-Austin and O'Bryan-Garland (1988) also employed a
combination of personal interviews and gquestionnaires to
identify problems of mutual concern to be used as a focus for
collaborative projects between area public schools and the
university.

A variety of needs assessment instruments have been
administered in post-secondary education research. Hoerner et

al. (1991) utilized a survey containing a variety of items to
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address the need for professional development of occupational-
technical faculty in two-year colleges. A needs assessment
inventory survey was used by Halvorson et al. (1987) to
measure career expectations and interest in professional
development among faculty and professional staff. Using a
formal questinnnaire, Brown and Scribner (1982) conducted a
study to determine vocational educators’ preferences with
regard to key aspects of the delivery of special needs-related
in-service activities.

The nominal group technique was the methodology
implemented to identify performance solutions at community
colleges (Dean et al., 1992) and to determine priorities for
vocational education research (Lynch, Schmidt and Asche,
1988). The staff development needs of co-operative extension
faculty were identified by Waters and Haskell {1383} using a
modified Borich needs assessment model, which gathered
information from respondents regarding their current knowledge
of a topic and their ability to apply that knowledge.

Professional development needs may be grouped or
classified into different categories or frameworks. For
example, the needs identified by Dean et al. (1992) through
the nominal group technique were organized according to the
type of solution that would meet the need: information,

resources, incentives, and knowledge/skills (training).
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Bishop (cited in Ryan, 1987) identified seven comprehensive
categories of educational needs, which he referred to as
informational, content/skills, competencies, resources and
utilization, organization, attitudes, and process. In a
sample professional development training needs survey
furnished by Wright (1984), skills were classified as
teaching, program-related  professional,  counselling,
management, leadership, computer, and stress management.
Bradley (1983) recognized inductionand initial training,
post-experience training and development, curriculum
development, and further education management as the areas
applicable to staff development in further education. By
synthesizing components from the works of Gaff, Bergquist and
Phillips, and Nelson, college faculty development activities
based on needs analyses were organized by Hipps (1982) into
five categories. These consisted of instructional
development , curriculum development, organizational
development, personal development, and professional renewal.
The general needs assessment framework identified by The
National Center for Research in Vocational Education (1985)
included recognition of the following: general role-related
needs, role-specific needs, organization-related needs,
interpersonal needs, and personal needs. This model was

adopted to assist with the data analysis process of this
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project and will be discussed as part of the analysis

procedure.

The Delphi Technique

The Delphi. technique, the method chosen as the research
design for this study, has been found to be effective for
ascertaining group needs and for setting priorities (Brooks,
1979; McKillip, 1987; Orlich, 1989; Tersine and Riggs, 1976).
It is conducive to research in which ideas, opinions, and
judgements are to be elicited from group participants in
arriving at a needs consensus (Lauffer, 1982; Martorella,
1991). The Delphi technique has been used to “"engage
respondents in an anonymous, moderately interactive debate, to
arrive at a consensus on issues" (Barnette, Danielson and
Algozzine, 1978, p. 68). As means of achieving agreement,
features of this interactive decision-making process have
included participant anonymity, iterations of responses, and
controlled group feedback (Heath, Neimeyer and Pedersen, 1988;
Morgan and Griffin, 1981; Race and Planek, 1992; Spinelli,
1983) .

Since its inception and initial application to
technological forecasting by Olaf Helmer and colleagues at the
Rand Corporation in the early 1950s, Delphi methodology has
been used in a number of diverse fields. Uhl (1983) listed

business, government, industry, medicine, regional planning,
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and education as examples. Within the field of education,
this research design has been applied to various areas and to
different types of issues. Frazer, Kush and Richardson (1984)
used the Delphi technique to identify the most pressing
research questions in health education; Kurth-Schai (1988), to
study children’s perceptions of the future; Adams, Piercey,
Jurich and Lewis (1992), to specify important components of a
model adolescent AIDS/drug prevention program; and Vincent and
Brooks (1982), to identify the implications of declining
enrollment for different areas of educational leadership.
The Delphi approach has been utilized as the research
design for sxploring issues at the post-secondary educational
level. This was the strategy chosen by Long (1990) to
identify trends, topics, results, approaches, and funding in
continuing higher education. Chambers (1992) employed this
methodology to develop criteria to evaluate college student
leadership programs; Holden and Mitchell (1993) used the
technique to project the future of computer-mediated
communication in higher education; and Griggs (1990) applied
the Delphi procedure to identify and gain consensus among
vocational educators regarding their perceptions of the most
critical research goals and the most critical research problem

areas in vocational education personnel development.
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The Delphi technique has been advocated by Somers, Baker
and Isbell (1984) and by Weaver (1988) as an effective medium
for training programs needs analyses. This method was found
to be an effective research device by Morgan and Griffin
(1981) in formulating a consensus of perceived needs in
reading programs. A study conducted in the Netherlands (Van
Tulder, Veenman and Sieben, 1988) revealed the successful use
of Delphi in the identification of salient features of
effective in-service activities at the primary school level.

According to Frazer et al. (1984):

The Delphi process 1is especially wuseful in

situations where the task or problem does not lend

itself to precise analysis but where a collective,
subjective judgment can provide a contribution to

the professional development within an industrial

setting or an educational field. (p. 188)

The Delphi technique is generally supported in the
literature as being an effective, viable, and wvalid
educational research tool for soliciting ideas and opinions
and for determining needs. It was found to be useful for

research in which the views of participants were obtained in

a non-confrontational and non-threatening environment.

Summar:
The concept of professional development was discussed by
surveying a number of definitions of professional and staff

development found in the literature. The process of
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organizational staff development was examined by delineating
the different components of several formal personnel
development models that may be used by organizations to guide
their professional development efforts.

The theory of andragogy was presented, its principles
were examined, and its applicability to, and implications for,
professional development programs were discussed. The
literature review demonstrated that the incorporation of the
principles of andragogy in planning and implementing
professional development activities facilitates learning and
empowers participants to assume responsibility for their own
development . By understanding and applying the
characteristics of adult learning to the design and delivery
of in-service training, those responsible for staff
development can help meet the needs of instructors by
providing them with meaningful, relevant learning experiences
which contribute to their professional growth.

Analogous to the context of this research project, the
literature related to professional development needs and
practices specific to those teaching in various settings at
the post-secondary education level was also reviewed.

An overview of some of the different types of needs
identification research used in education was provided, and

frameworks that may be used in the needs classification
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process were examined.  This section concluded with an
examination of the general needs assessment framework
identified by The National Center for Research in Vocational
Education (1985), which was adopted to assist with the data
analysis procedures for this research project.

From among the various needs assessment methodologies
introduced in the literature review, the Delphi technique was
found to be established as a viable research design, as
illustrated by it various applications, for identifying and

prioritizing needs.



CHAPTER 3
METHODOLOGY

Introduction

An extensive search of the literature revealed that there
has not been a systematic application of research into the
professional development needs of private post-secondary
school instructors. Given the exploratory and descriptive
nature of this study, a research strategy yeilding qualitative
data was required. "Qualitative measurement strategies are
the basis of most research and developmental studies aimed at
the determination of needs" (Jeffery, Haché and Lehr, 1995, p.
45). This study applied the Delphi technique, a qualitative
approach, to identify the professional development needs of
instructors employed in this setting. The Delphi was
considered to be an appropriate and effective meaans of
achieving the objectives of this study because of its utility

in exploring issues and assessing needs.

Sampling Procedures
Eleven of the major, established private schools in the
province were selected to be included in the study’s sample.
These schools were conducting Level I business career training
programs at the time that this research was undertaken. The
sample schools were also affiliated with the Newfoundland and

Labrador Association of Career Colleges.
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In conformity with the Ethical Guidelines for Research
Involving Human Subjects, a letter was sent to the principals
of these schools seeking formal consent to allow their
instructors to participate in this research project. This
letter (see Appendix A) yielded a positive response from four
of the schools contacted.

A follow-up letter (see Appendix B) was sent to the
principals of the schools from which response had not been
initially received. This resulted in four more schools
granting permission to have their instructors become potential
Delphi panelists. A telephone follow-up of the remaining
three non-respondent schools resulted in formal notification
of refusal to participate in the study.

To generate and prioritize professional development
needs, the individuals included in this study were chosen from
among those instructors responsible for the delivery of user-
pay business career training programs in the Newfoundland

private post-secondary school system.

Sample Selection

In order to select a sample and subsequently contact
potential participants, the eight consenting principals were
again contacted by mail to request that they provide a list of
the names of their instructors engaged in the delivery of

Level I business career training programs. A copy of the



Page - 48 -

letter requesting this information is located in Appendix C.
In some instances, it was also necessary to conduct follow-up

telephone calls to ensure receipt of the information.

Selection of Panel Size

Upon receipt of the names of business career instructors
employed in the participating schools, it was decided to
select a stratified random sample so that representative
instructors from each of these schools would be included in
the study. This type of sampling procedure assures that
certain subgroups in the population will be represented in
proportion to their numbers in the population itself (Borg and
Gall, 1989).

There are no set criteria or guidelines for determining
the size of a Delphi panel (Chambers, 1992; Tersine and Riggs,
1976) . Brooks (1979) concluded that "little improvement in
results is achieved with groups of more than twenty-five," and
"Delphi probes have involved numbers ranging from fewer than
twenty to several hundred" (p. 377). Somers, Baker and Isbell
(1984) acdvocated limiting the panel size to a maximum of
twenty people to control the work generated because "too much

input buries good data’ (p. 27).
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Round Zero

A total of 16 potential participants were identified as
a result of the above procedure. In an attempt to encourage
involvement of respondents to the Delphi procedures and
commitment prior to the distribution or administration of any
formal research instrument, each individual was personally
contacted by telephone and, after information was communicated
to each concerning all aspects of the study, invited to serve
as a member of the Delphi panel. All agreed to do so.

This optional, preliminary procedure is referred to as
"Round Zero" of a Delphi study. According to Uhl (1983):

Round Zero refers to work done before distributing

the first questionnaires and is the single most

important step. A useful procedure that can

greatly decrease the number of nonreturns and

generally improve the study is to invite potential

panel members to participate. Those who agree to

participate are more likely to continue throughout

the study. If some do not agree to participate,

there is time at this stage to substitute someone

else. (p. 90)

The utilization of Round Zero resulted in the commitment
of the 16 participants selected through the sampling
procedures described above. Therefore, it was not necessary

to proceed any further with the sampling process.

Data Collection Procedures
Data were collected through the administration of two

questionnaires, referred to as "rounds." After establishing
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the panel in the manner described above, the 16 participants
were mailed the Round One questionnaire (see Appendix D) which
consisted of a series of open-ended questions based on the
original research questions.

Delphi implementation procedures allow for open-ended
questions as Round One or for a series of prepared statements
to which respondents react (Orlich, 1989). Because the
researcher was also an instructor at a private post-secondary
school, open-ended questions were used to prevent any bias
which might occur in the formulation of prepared statements to
be presented to the panel. In addition, open-ended questions
were more appropriate than other types of items, given the

exploratory nature of the study.

Round One

Enclosed with the Round One questionnaire were a letter
outlining the research procedures to be utilized in the study
and a participant consent form, which are found in Appendix E
of this document. A return date was included in the covering
information accompanying the questionnaire. Prior to the
given return date, a reminder follow-up letter (see Appendix
F) was sent to the panelists from whom questionnaires were not
received. After the expiration of the suggested submission
date, two separate telephone follow-ups were conducted. In

total, 11 completed questionnaires were received, culminating
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in a response rate of 68.75%; this attrition resulted in a
panel of instructors from seven sample schools.

The analysis of the information obtained from the first
round formed the basis for the development of the Round Two
questionnaire, which is provided in Appendix G. A copy of the
Round Two questionnaire was mailed to Round One non-
respondents as well as to respondents in an attempt to procure
their subsequent involvement. Different covering letters were
enclosed with the questionnaire packet sent to respondents and
non-respondents. These are included in Appendix H and

Appendix I respectively.

Round Two

When the results of Round One were categorized and fed
back in the form of the Round Two questionnaire, the Delphi
panel was asked to react to the integrated group input by
choosing and ranking a specified number of items (1/3 of the
generated responses) for each question. Participants were
asked to assign the value (1) to the item they felt to be most
important to the professional development of instructors, (2)
to the next most important, and so on until the nth item, the
least important, was assigned a value. In addition to making
the data more manageable, this forced respondents to

prioritize the group-generated responses.
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Participants were also invited to comment on any item
found on the Round Two questionnaire and to include and rank
additional items if they wished.

A return date was included with the instructions given
for the completion of the Round Two questionnaire. However,
telephone follow-ups were necessary in order to attain the
realized response rate of 62.5%, reflecting a total of 10
returned questionnaires. The number of sample schools
remained the same from Round One to Round Two.

Because the main focus of this study was to identify the
professional development needs of instructors, not to seek
consensus of opinion, the administration of a third round was
not necessary. A "closure" letter (see Appendix J) thanking
participants for their contribution to this research project
was sent to panel members participating in both rounds of the

study.

Data Analys Procedures
Round One
After the first round of questionnaires was received, a
thorough, progressive analysis and refinement of the data were
undertaken. Principal concepts were identified, information
was organized into major categories, duplication of responses
was eliminated, and similar statements were combined. Care

was exercised to accurately reflect each participant’s
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responses during the process of collating and compiling a
final list of constructs. The expertise of knowledgeable
individuals was called upon to assist in the interpretation of
any unclear or ambiguous data.

After reviewing the literature on needs assessment
frameworks, it was decided to further categorize the Round One
data based on the model for instructor professional
development provided by The National Center for Research in
Vocational Education (1985). The following areas of need,
along with their accompanying definitions, are given in this
model:

1. General role-related. These are needs common

to the instructional role, such as
instructional  planning, execution, and
evaluation.

V18 Role-specific. These needs are specific to
the particular position that an instructor
occupies in the organization.

3. Organization-related. These are needs
resulting from organizational policies,
procedures, or philosophical positions.

4. Interpersonal. These include the ability to
relate to others as an integral part of an
instructional position in any educational
setting.

5 Personal. These are needs not directly
related to the job function.

The definition of personal needs given in the above model
did not fully accommodate the data collected. Therefore, a

caveat was included, for the purposes of this study, to
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encompass the concept of career development as part of
personal professional development. This was achieved by
borrowing from part of the definition of personal professional
development given by Hipps (1982). Ideas were then organized
according to the appropriate category definition.

Further analysis revealed that an additional category was
necessary in order to accommodate data which did not conform
to the pre-existing categories of the model adopted because of
a lack of specific content in some of the responses provided
by participants. For example, when participants were asked to
identify the types of seminars and workshops attended while
working in their present positions, "participation at national
association conferences” was given as a response. The topics
addressed at the conference seminars or workshops in which
they had participated were not specified. This additional
category was called Other.

To confirm the validity of the Round One analysis, an
expert in the field of private post-secondary education was
consulted concerning the organization and categorization of
the data for each of the questionnaire items. Additional
comments were offered regarding editorial improvements. It
was concluded that the validity check on the first round

verified the procedure used in the data analysis.
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Round Two

As the Round Two questionnaires were received, the
rankings assigned to each of the items chosen by the panel
were coded and entered into a document file. The data were
analyzed based on both frequency and importance; the mean and
frequency of response were computed for each of the items
selected. Higher frequency responses were translated as
indicators of higher needs priorities. For identical
frequency items belonging to the same category, the lower mean
was used as the priority needs indicator.

One participant had misinterpreted the instructions for
the completion of Round Two; and, consequently, the data from
this questionnaire were deemed inadmissible for use in this
study.

Organized according to the appropriate category of
general role-related, role-specific, organization-related,
interpersonal or personal, the frequency and mean were
calculated for all of the items identified in each question of

the Round Two questionnaire.

Summary
This chapter included a rationale as to why the Delphi
technique was an appropriate research methodology for the
purposes of this study. The procedures followed to obtain

formal consent from selected private post-secondary schools to
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permit their instructors to participate in this study were
outlined. The sampling procedures that were used in selecting
and determining the size of the Delphi panel were then
detailed.

The rationale was providsd for implementing Round Zero,
and the data collection procedures employed in Round One and
Round Two of this study were presented.

The needs assessment framework adopted for the
categorization of the Round One data was described as well as
the procedure followed in establishing the validity of the
Round One data analysis. The chapter concluded with a
discussion of the statistical procedures used in the analysis

of the Round Two data.



CHAPTER 4

RESULTS AND DISCUSSION

Introduction

The purpose of Round One was to solicit information,
opinions, and judgements while exploring different facets of
the professional development of Level I business career
training instructors employed in private post-secondary
schools. This was achieved through a series of open-ended
questions derived directly from the study’s original research
questions.

After analysis and “filtering" of the Round One
information, Round Two was designed to identify professional
development priorities by having participants select and rank
order a specified number of items contained in each question
of the Round Two questionnaire.

This chapter presents the findings and an analysis of
responses obtained for each question that were components of
the Round One and Round Two Delphi data gathering procedures

used in the study.

Results of Round One
The first four questions of the Round One questionnaire
were derived from the following research questions: (1) In
what kinds of professional development activities do business
education private post-secondary instructors participate? and

(2) How are these experiences described by instructors?
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The 11 participants who responded to the first open-ended
question in Round One generated 32 responses. This question
had asked each to describe separately the types of seminars
and workushops attended while teaching in their present
position. The 32 responses were grouped into the categories
entitled (1) general role-related, (2) role-specific, (3)
organization-related, (4) interpersonal, (5) personal, and (§)
other. The ideas that were abstracted from Round One and
organized under these six categories appear in Table 1.

The second Round One question asked participants to list
the types of courses that have been most professionally
beneficial to them in their role as instructors. A total of
nine different content items related to the categories of (1)
general role-related, (2) role-specific, and (3) interpersonal
was obtained for this question. These items and their
corresponding categories are shown in Table 2.

Seventeen responses were obtained to the question,
Describe any other professional development activities, both
formal and informal, that are meaningful to you as an
instructor. Responses given to this question fell into
categories entitled (1) general role-related, (2) role-
specific, (3) organization-related, (4) interpersonal, and (5)
other. Data obtained in response to the‘third question were
tabulated under one of these appropriate categories and are

presented in Table 3.
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Table 2: Courses Identified as Professionally
Beneficial to Instructors

Role-specific General role-related Interpersonal

Accounting courses University education | Communications
courses

Computex courses Teacher education

Secretarial courses

Courses offered by
the Associate
Institute of
Canadian Bankers

Courses contained
in a post-secondary
Banking and
Financial Services
program

Job-related courses
while employed in
industry

In Question 4 of Round One, panelists were asked to refer
to the answers they had given to the first three open-ended
Delphi questions and to identify those items that stood out as
being especially useful to their professional growth. &As
shown in Table 4, participants selected items from each of the
categories.

Additional comments were made by a number of panel
members in relation to Question 4, indicating why they found

particular activities to be beneficial to their professional
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Table 4: Development Experiences Identified as Especially
Useful to Professional Growth

Role- General Organization-
specific | role-related | Interpersonal Other related personal
Work Seminar on Motivation Participation | Member of the | Computer
rience | teaching seminars at provincial | secretarial courses
related to | methods association programs
the field conferences advisory
in which board
instruction
is given
Secretarial | Teacher Course in Participation
training training business t national
program communications | association
conferences
Business University
ownership education
courses
Reading of
business
journals
Post-
secondary
vocational
training z
Q
Computer o
courses ?
o
o
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development. These additional comments were

organized

according to the related category and are provided below.

General role-related.

1.

Role~-

1.

seminar on teaching methods

This session was very informative to me
as a new instructor.

This was beneficial to me as a first-time
teacher because it helped me to apply
effective classroom and personal
management skills.

teacher-training program

My initial teacher training is still
relevant to current  methods of
motivating, and relating to, students.

university education courses

University  education courses better
prepared me to enter the field of
teaching by providing me with the
mechanics of teaching. I also learned
how and where to search for information
and how to become a more independent
learner.

specific.

related work experience

I am able to share on-the-job experiences
with students.

I can bring practical experience to the
classxoom.

I am able to use examples from previous
work experiences to help students
understand specific situations.

Practical work experience has proven
invaluable to me as an instructor.
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2. business ownership

Business ownership has kept me in touch
with the business world; this of fers
insight not found in courses and
textbooks.

B reading business journals

The content of many university courses is
adjusted slowly, and other formal courses
have become irrelevant. Therefore,
reading is the best way to keep up to
date with the rapid changes occurring in
the business world.

4. post-secondary vocational training

This training has enhanced my work
experience.

5. computer courses

Understanding the basics enabled me to
develop additional computer skills.

Organization-related.
L. advisory board meetings

Information obtained at these meetings
give instructors ideas of how a student
is expected to perform in the business
world; this knowledge enables the
instructor to guide the student toward
this performance standard.

Interpersonal.

1. motivation seminars
It is important to develop motivational
skills when trying to motivate students

to consider developing a business as a
means of sel f-employment .
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2. business communications course

This has helped me to better communicate
with professionals from the business
community and has provided me with the
confidence to speak in public and to

lecture to students. I also draw on
training in this area to help students
develop confidence and  improved

communication skills.

Other.

1 participation at national association conferences
These conferences bring instructors
together from across the country to share
teaching styles, curriculum, etc.

Question 5 of the Round One questionnaire, At this stage
of your teaching career, what are your professional
development needs?, mirrored Research Question 3: What are
the professional development needs of private post-secondary
instructors engaged inthe delivery of Level I business career

training programs?

Table 5: Professional Development Needs

General role—

related Role-specific Interpersonal Personal
Teaching methods | Skills in the Assertiveness career
and strategies applicati training deve lopnent
global scrategies
Academic Keeping up to Motivation skills | Teaching skills
credentials date with changes compatible with
in industry the requirements
of other
provinces

Current resource |Computer training | Student
materials managenment skills
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The 1l responses obtained to Question S were categorized
as (1) general role-related, (2) role-specific, (3)
interpersonal, and (4) personal. The responses obtained to
this question are presented in Table 5.

Questions 6 and 7 of the Round One questionnaire sought
to answer Research Question 4: According to the instructors,
what types of activities, programs, or learning experiences
would assist them in meeting their professional development
needs? Question 7 was also designed to obtain information to
Research Question 6: Are there additional roles that the
administrators of private schools might play in meeting the
development needs of these instructors?

Table 6 consists of the data obtained in response to
Question 6 of the questionnaire. This table provides an
inventory of the different methods utilized by private post-
secondary business career instructors when attempting to
enhance their professional development.

In addition to determining how the panel members were
trying tomeet their professional development needs, Round One
was also designed to explore participants’ ideas about ways
they felt their professional needs could be better met, along
with implications for the support role of administrators of

private post-secondary schools.
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‘Table 6: Ways Used by Instructors to Eshance
Professional Development
General role-
related Role-specific Other interpersonal Personal
University Self-taught on-the-job Haint aining Independent
education computer teaching high level of reading in
courses applications experience motivation areas of
special
interest
Available Reading tiorkshops
resource business and
materials trad
literature
Updating core | Computer
materials courses
Consulting Professional
with other trade seminars
instructors
and students
Seminars
of fered by
employer
Feedback from
students and
peers
Question 7, Describe the ways in which you think your

professional development needs can be met,

data shown in Table 7.

resulted in the

The provisions that private post-secondary schools made

to assist instructors

in meeting

their professional

development needs were identified by the study's panel in

Question 8,

directly reflected Research Question 5:
administration of private

professional development of the 'y business

schools play in

This question of the Round One questionnaire

What role does the

supporting the

career training




Table 7:

Development Needs Could Be Met

Participants’ Perceptions of How Their Professional

General role- Organization-
lat, 1n 1 relate: Personal Ocher
University Computer Motivation skills | Financial Independent Seminars
education courses support reading in
courses areas of
Special
interest
Seminars Reading about Communications Time to University
global courses undertake needed | graduate
‘economy activities studies in
education
i i and
and workshops | course workshops
content
Unspecified | Seminars on Feedback from
the latest staff and
teacher techniques, students
training technology,
methods and
procedures
fntroduced in
the office
environment

New ideas for
program
delivery

- 89 - abeq
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instructors? A total of 13 responses relevant to the
categories of (1) general role-related, (2) role-specific, (3)
organization-related, (4) interpersonal, and (5) other were
generated to this question. See Table 8 for the categorical
lists of items identified.

Table 8: Prov:.slans Made by Schools to Assist Instructors
n Meeting Their Professional Development Needs

General role- | Role-specific | Organization- | Other Interpersonal
related related

Reimbursing | Release time [ Addressing the | School- Providing
one-half the | to complete needs of sponsored | help and
cost of needed industry seminars moral support
tuition after | activities and when
completion of workshops | necessary
university

education

courses

Financial Curriculum 1.t se School-

assistance seminars seminars sponsored

applied to conferences

university

tuition costs

Release time | On-site

to complete | computer

required training

activities

In-house Financial

seminars assistance

Question 9, the final open-ended question of Round One,
was not of a specific nature but asked participants if they
had additional comments relating to professional development.
Two were received, and both endorsed the necessity for

continuing professional growth.
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Results of Round Two

The above Round One findings formed the basis for the
development of the Round Two questionnaire. For each Round
Two question, the Delphi panel was asked to select and rank
order one-third of the items in all the different categories
that were listed.

Participants were instructed to indicate the importance
of each item by assigning a value to it. The value (1) was to
be used to indicate the item they felt to be most important;
the value (2) was to be used to indicate the next most
important; and so on until the nth item, (the least
important), was assigned a value.

The responses obtained from each question were catalogued
and tabulated using frequency of response as the primary
criterion for establishing priorities and the mean as the
secondary criterion.

For Question 1 of the Round Two questionnaire,
participants were asked to select and rank 11 items from the
total listed under all of the various categories. Twenty-
eight differant items were collectively identified as the
panel chose and ranked the types of seminars and workshops
they believed to be most important for their professional
development purposes. The items and their ranks are shown in

Table 9.
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Page -

for Professional Development

No. of
respondents
selecting
item
Rank (n=9) Mean Category Item
General role-
1 9 4.00 | related Teaching methods
Communication
2 7 3.43 | Interpersonal | skills
3 7 5.00 | Interpersonal | Motivation skills
General role- | Lesson plan
4 7 5.14 | related preparation
[ 6 6.33 | Role-specific | Computer training
6 5 4.60 | Personal Time
Orientation to
subject and course
7 5 6.00 | Role-specific | content
General role- | Classroom
8 5 6.40 | related management
Teaching methods
in specific
9 4 3.50 | Role-specific | subject areas
General role- | Facilitation
10 4 5.75 | related skills
Preparation of
General role- | exams and
1 4 6.75 | related
General role-
12 4 9.75 | related Exan_marking
General role- Instructional
13 3 4.00 | related roles
Organization-
14 3 4.67 | related Customer service

T

Seminars and Workshops Ranked Most Important
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Most Important
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Seminars and Workshops Ranked
for Professional Development

respondents
selecting
item
Rank (n=9) Mean Category Ttem
General role- | Principles of
15 3 6.33 | relate adult learning
Organization-
16 3 8.00 | related Student _retention
Organization- | Student loan
17 3 9.33 | relate default
Organization-
18 3 9.67 | relate Tean work
Job search
General role- | procedures for
19 3 10.00 | relate Studentss
20 2 6.50 | Personal Stress
Telephone
procedures and
21 2 7.50 | Role-speci fic | technology
Meeting and
interacting with
22 1 3.00 | Interpersonal | fellow teachers
Organization- | School policies
23 1 5.00 | related and procedures
Orientation
oOrganization- | session for new
24 1 6.00 | relate: employees
Participation at
national
association
25 1 8.00 | Other conferences
Organization- | Management aspects
26 1 10.00 | related of private schools
Participation at
provincial
association
26 1 10.00 | Other conferences
Organization-
27 1 11.00 | relate Sexual harassment
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The six items identified »f the nine given in Question 2
and their corresponding ranks are shown in Table 10.

d had been r d to select and rank order three

items for this question. These included courses pertaining to
the teaching-learning process as well as those related to
specific fields of instructional training, which were
previously identified by panel members in Round One as being

most professionally beneficial

Table 10: Courses Ranked as Most Professionally Beneficial

No. of
respondents
selecting
item

Rank (n = 9) Mean Category Item
Computer

1, 6 1.83 | Role-specific | courses

2 6 2.00 | Interpersonal | Communications
Basic teacher

General role- | training

3 5 2.00 | related program

University
General role- | education

4 5 2.40 | related courses
Job-related
courses while
employed in

5 4 1.50 | Role-specific | industry
Secretarial

6 3 3.00 | Role-specific | courses

The third question of the Round Two questionnaire

included a 1listing of other professional development
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activities, both formal and informal, that had been identified
by participants as being meaningful to their professional
growth. From the list of 13 categorized items, participants
were asked to indicate, in order of importance, the six that
they judged to be most important to the professional

Table 11: Other Formal and Informal Activities Ranked Most
Meaningful to Professional Development

No. of
respondents
selecting
item
Rank (n = 9) Mean Category Ttem
Work experience reievant to
1 9 1.56 | Role-specific | programs being taught
2 8 2.25 | Role-specific | Previous vocational training
3 7 3.00 | Role-specific | Computer applizations
General role-
4 6 3.50 | related University education courses
Organization- | Participation at business and
5 4 4.25 | related trade seminars
Reading literature pertaining to
6 3 4.67 | Interpersonal | human relations
Organization- | In-house staff workshops and
7 3 5.00 | related seminars
Interacting with instructors
8 3 5.33 | Interpersonal | external to the organization
Participation at provincial
9 2 5.50 | Other association conferences
Business ownership and
10 1 1.00 | Role-specific | consulting services
Organization-
12 1 5.00 | related Staff meetings
Participation at national
13 1 6.00 | other association conferences
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development of instructors. Twelve of the 13 items chosen by
one or more respondents are indicated in Table 11.

A number of items given in response to the first three
questions discussed above were identified in question four of
Round One as being especially useful to professional growth.
In feeding back these results in the form of Question 4 in the

Table 12: Development Experiences Ranked Espec:.ally
Useful to Professional Growth

No. of
respondents
selecting
Rank (n = 9) Mean Category Item
Work experience
related to the field
in which instruction
1 9 1.56 | Role-specific is given
Post-secondary
2 8 2.25 | Role-specific vocational training
General role- Seminar on teaching
- | 7 4.58 | related method:
General role- University education
4 5 3.00 related courses
5 4 3.25 | Role-spec Computer courses
5 4 4.00 1 ivation seminars
Course in business
9 3 4.30 | T 1 communications
General role- Teacher training
8 2 2.50 | related program
9 2 3.50 | personal Computer courses
10 1 2.00 | Role-specific Business ownership

second round, the panel was instructed to select and rank the

five most important of the 15 Round One items they had



previously generated.
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This yielded a total of 10 selections

with rankings as shown in Table 12.

In the first round, participants had identified a total

of 11 different professional development needs relative to the

categories of (1) general role-related,

interpersonal, and (4) personal.

(2) role-specific,

(3)

Question 5 of the Round Two

Table 13: Professional Development Priorities
No. of
respondents
selecting
item
Rank (n =9) Mean Category Item
General role- | Teaching methods and
1 8 2.00 | related strategies
Keeping up to date
2 8 2.25 | Role-specific | with industry changes
3 5 2.20 | Role-specific | Computer training
General role-
4 5 2.40 | related Academic credentials
General role- | Current resource
5 3 3.67 | related materials
6 2 2.00 | Interpersonal | Motivation skills
Teaching skills
compatible with
requirements of other
7 2 3.50 | Personal provinces
Student management
8 2 4.00 | Interpersonal | skills
Skills in the
application of global
9 1 3.00 | Role-specific | strategies
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questionnaire required that respondents prioritize these needs
by having them choose and rank order the four items they
considered to be most important. This further delineation
resulted in the nine collective choices presented in Table 13.

Consistent with the presentation of information from
Round One to Round Two, Question 6 of the Round Two
questionnaire reflected the data obtained in response to the
respective question in the former round, which asked
participants to explain how they were trying to meet theixr
professional development needs. When asked to select and rank
order five of the 14 panel items fed back in Round Two, all
except one item were chosen as being the most important in
meeting instructors’ needs. Based on frequency of response
and mean, these items were hierarchically ranked, producing
the results found in Table 14.

From the total number of 18 items identified in Question
7 as ways in which instructors believed that their
professional development needs could be met, the panel members
were directed to select and assign a value to the six most
important of these. A rating was given to one or more items
from each of the six needs assessment categories, resulting in
the prioritization of the 15 items contained in Table 15.

Question 8 of the Round Two questionnaire recounted the

13 practices and activities, identified by the Delphi panel in



Page - 78 -

Table 14: How Participants Were Trying to Meet Their
Professional Development Needs

respoidunts
selecting
item
Rank (n =9 Mean Category Item
General role- | University
1 7 2.71 | related education courses
2 3 3.00 | Role-specific | Computer courses
General role- | Student and peer
3 s 2.80 | related eedback
General role- | Seminars offered by
4 5 3.60 | related employer
Maintaining high
5 4 %755 1 | level of motivation
General role- | Updating core
6 3 2.67 | related materials
On-the-job teaching
u 3 3.00 | Other experience
Consulting with
General role- | students and other
] 3 3.33 | related instructors
9 3 4.67 | Other Workshops
Self-taught
computer
10 2 2.00 | Role-specific | applications
General role- | Available resource
11 2 3.00 | related materials
Reading business
and trade
12 1 1.00 | Role-specific literature
Professional trade
13 1 3.00 | Role-specific | seminars

Round One, in which private post-secondary schools engaged in
order to assist instructors in meeting their professional
development needs. It was requested that participants specify

the four that they considered to be the most important in
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Table 15: Participants’ Perceptions of the Most Important
Ways Their Professional Development Needs Could Be Met
No. of
responcents
selecting
item
Rank. (n=9) Hean Category Item
Seminars on the latest
techniques, technology,
methods and procedures
being introduced in the
A 7 3.14 | Role-specific | office environment
General role-
2 7 3.57 | related Conferences and
3 3 2.83 | Role-specific | Computer courses
General role- | New ideas for program
4 5 3.20 | relate: delivery
General role- | University education
s 5 3.40 | related courses
General role-
6 4 3.25 | related Seminars
7 4 3.75 | Interpersonal | Motivation skills
Feedback from staff and
8 3 4.33 | Interpersonal | students
9 3 5.00 1 | communications courses
Organization- | Time to undertake needed
10 2 1.50 | related activities
Reading in areas of
11 2 3.50 | Personal special interest
12 2 4.00 | Role-specific course content
University graduate
13 1 2.00 | Personal studies in education
Organization-
14 b 5.00 | related Financial support
14 1 5.00 | other Seminars

meeting these needs.

Of the 13 original listings, 12 were

chosen by one or more of the panelists. The compilation of

the individual ranks yielded the results shown in Table 16.
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Table 16: Most Important Professional Development
Contributions Made by Schools

No. of
respondents
selecting
item
Rank (n =9) Mean Category Item
1 6 2.00 | Role-specific | On-site computer training
Organization- | Addressing the needs of
2 5 3.40 | related industry
Financial assistance
General role- |applied to university
3 4 2.50 | related tuition costs
4 4 2.75 | Role-specific | Curriculum seminars
Reimbursing one-half of
the cost of tuition after
the successful completion
Genera. role- | of university education
5 3 1.67 | related courses
Release time to complete
6 3 2.33 | Role-specific | needed activities
General role-
7 2 2.00_j related In-house seminars
Providing help and moral
7 2 2.00 | Interpersonal | support when necessary
School-sponsored seminars
8 2 2.50 | Other and_workshops
School-sponsored
8 2 2.50 | Other conferences
General role- | Release time to complete
9 2 3.00 | related required activities
Organization-
10 1 4.00 | related In-house seminars

Utilized again in its original Round One form, the final
question of the Round Two ouestionnaire regarding othew
comments based on professional development did not yield any

additional observations.
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Discussion

The findings of this study revealed that Level I business
career instructors had professional development needs that
were common to the instructional role as well as those that
are specific to the particular position occupied within the
organization. All respondents indicated that they required
professional development in the areas pertaining to general
and specific instructional roles. Needs belonging to both
these categories were identified as being the most important
to the professional growth of instructors and, therefore, were
ranked as priorities. Interpersonal needs and those relative
to fulfilling personal career objectives were also expressed
by the Delphi panel.

Participants explained that they were trying to meet
their professional development needs by engaging in formal and
informal group or independent activities applicable to the
categories of (1) general role-related, (2) role-specific, (3)
interpersonal, (4) personal, and (5) other needs. Consistent
with the greater areas of need identified above, the majority
of learning experiences that were undertaken by respondents
and considered to be the most important in meeting
instructors’ development needs were those related to general
and specific instructional roles.

Various types of activities, programs, and learning

experiences that would have assisted instructors in meeting
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their professional development needs were proposed by the
panel. One or more suggestions were offered relative to each
needs assessment category, with most ideas falling into the
(1) ge?eral role-related, {(2) role-specific, and (3)
incerpei“sonal categories. The suggestions given for each of
these categories collectively received the largest number of
nominations as panelists selected the items deemed to be the‘
most significant in contributing to professional growth.
Most of the workshops and seminars attended by the
study’'s respondents were related to the achievement of
organizational or instructional goals. However, business
career private post-secondary instructors also participated in
seminars and workshops designed to meet (1) interpersonal, (2)
personal, or (3) other needs, such as participation at
provincial and national association conferences. Although
most of the originally generated items were chosen and ranked
by individual panel members as being the most meaningful to
the professional development of instructors, the items that
received priority rankings as a result of the combined panel
effort were those related to (1) general role-related, (2)
interpersonal, (3) role-specific, and (4) personal needs.
In addition to participating in professional development
workshops and seminars, Level I business career instructors
enrolled in courses pertaining to the teaching-learning

process and to their different fields of instructional
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training. Specific types of courses from both these
categories were selected and ranked by respondents as being
professionally beneficial. Communications skills were also
identified and ranked highly by all panel members as one of
the most important types of courses contributing to the
professional development of instructors.

Besides enrolling in formal courses and participating in
a variety of seminars and workshops, private post-secondary
instructors engaged in other formal and informal professional
development activities designed to meet either individual or
organizational needs. As a result, of the other activities
identified by the panel as being the most meaningful to
professional growth, the selections receiving the highest
rankings were those chosen from the (1) role-specific, (2)
general role-related, and (3) organization-related categories.

Participants highlighted a number of experiences from the
previously mentioned professional development activities that
stood out overall as being especially useful to their
professional growth. One or more panel members identified
experiences relative to each of the study’s needs assessment
categories. However, when asked to select and rank those they
considered to be most important from the total number of items
collectively generated, responses were taken primarily from
the (1) general role-related and (2) role-specific

instructional categories. Selected interpersonal and personal
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activites were also included in the ranking process, but
organization-related and "other" items were not assessed as
priorities.

The administration of private schools has supported the
professional development efforts of their business career
training instructors in several ways. External and in-house
training, financial assistance, and other kinds of support
have been made available to help instructors in meeting (1)
general role-related, (2) role-specific, (3) organization-
related, (4) interpersonal, and (5) other needs. Private
post-secondary schools have assisted business career teachers
in meeting development needs relative to the five preceding
categories. The contributions the schools have made in
helping staff members respond to industry changes and in
assisting individual instructors in meeting their general
role-related and role-specific needs were judged by the panel
as being the most valuable ways of supporting professional
development.

As well as exploring the ways in which the administration
of private schools have facilitated professional development
efforts, this study was also designed to discern other roles
that private schools might have played in meeting the
development needs of their Level I business career training
instructors. An analysis of the findings revealed both an

additional general role-related and other role-specific ways
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in which the administration of these schools could have
assisted instructors in meeting their professional development
needs.

One-half of the study’s participants felt that the
provision of new ideas for program delivery would have
contributed to meeting their general role-related needs. The
majority of respondents felt that role-specific needs could
have been meet through seminars addressing the latest
techniques, technology, methods, and procedures introduced in
the office environment. Less than one-third of the
participants believed that the role-specific needs of
instructors could have additionally been met through the

provision of updated course content.



CHAPTER 5

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Summary of Fin qs

Based on the resources checked, there has been no
research conducted to identify what skills and knowledge are
useful to instructors working in the Newfoundland private
post-secondary school system. This study used a modified
Delphi technique to conduct a needs assessment to collect data
on the professional development practices and perceived needs
of private post-secondary instructors engaged in the delivery
of Level I business career training programs. The following
research questions guided this study:

1. In what kinds of professional development

activities do business career private post-
secondary instructors participate?

- How are these experiences described by the
instructors?
- 8 What are the professional development needs of

private post-secondary instructors engaged in
the delivery of Level I business career
training programs?

4. According to the instructors, what types of
activities, programs, or learning experiences
would assist them in meeting their
professional development needs?

5. What role does the administration of private
schools play in supporting the professional
development of their business career training
instructors?

6. Are there additional roles that the
administrators of private schools might play
in meeting the development needs of these
instructors?
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The findings indicated that these instructors have
participated in a variety of activities in order to advance
their professional growth. The Delphi panel defined their
professional development needs, described the ways in which
they were trying to meet these needs, and explained how their
employers were assisting them in this regard. Also identified
were various learning experiences and organizational support
mechanisms that they believed would be effective in helping
them meet their professional development needs.

Of the nine panelists who participated in bota rounds of
this study, eight indicated that their primary general role-
related need was additional teaching methods and strategies.
The acquisition of academic credentials and current resource
material= were respectively identified by five and three
participants as general instructional needs.

A total of eight respondents indicated that they needed
professional development experiences which would enable them
to keep up to date with industry changes related to their
specific areas of vocational training. Another role-specific
need, identified by five participants, was computer training.
A lesser role-specific need, identified by one participant,
was skills in the application of global strategies.

The professional development needs that were specified

relative to the category of interpersonal were motivation
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skills and student management skills. These were each
identified by a total of two respondents. The one personal
need, expressed by two panelists, was the acquisition of
teaching skills compatible with the requirements of other
provinces.

The study's participants identified the types of
activities, programs, and learning experiences that they
believed would assist them in meeting their professional
development needs. The majority of respondents indicated that
their general role-related instructional needs could be net
through university education courses; conferences, seminars,
and workshops; new ideas for program delivery; and student and
peer feedback. Fewer panel members felt that general
instructional needs could also be met by updating core
materials, by consulting with students and other instructors,
and by availing of resource materials.

Most panel members felt that their role-specific
development needs could be met through seminars addressing the
latest techniques, technology, methods, and procedures being
introduced in the office environment; and through computer
courses. Fewer respondents thought that role-specific needs
could be met by updating course content, independently
learning computer applications, reading business and trade

literature, and attending professional trade seminars.
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One-third of the panel members felt that the provision of
time and financial support to undertake needed activities were
important ways of meeting organization-related needs.

A number of participants believed that their
interpersonal professional development needs could be met in
several ways. These included maintaining a high level of
motivation and participating in motivation skills training,
obtaining feedback from staff and students, and enrolling in
communications courses.

Specific participants felt that their personal
development needs could be met through university graduate
studies in education and by reading literature related to
specific areas of special interest.

On-the-job teaching experience and participating in
workshops were ways that were identified as means of enhancing
professional development pertaining to the category of “other”
needs.

Business career private post-secondary instructors have
participated in numerous kinds of activities in order to
further their professional growth. These have included
seminars and workshops designed to contribute to (1) general
role-related, (2) role-specific, (3) organization-related, (4)
interpersonal, (5) personal, and (6) ‘“other" kinds of

professional development. They have participated in formal
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courses pertaining to the teaching-learning process, their
specific fields of instructional training, and the development
of interpersonal skills. In addition to the preceding, these
instructors have participated in other formal and informal
activities associated with (1) general role-related, (2) role-
specific, (3) organization-related, (4) interpersonal, (5)
personal, and (6) "other" professional growth needs.
Participation in various seminars and workshops related
to the general instructional role were identified by panelists
as being important to professional development. All members
of the Delphi panel identified seminars and workshops
addressing teaching methods as the most important. The
majority of panelists felt that seminars and workshops
concerning the preparation of lesson plans to be important to
the professional development of instructors, and more than
one-half of the respondents considered classroom management to
be important to professional growth. Other general role-
related seminars and workshops deemed to be important to
professional development that were identified by one-third or
more of the participants were those concerning facilitation
skills, the preparation and grading of exams and assignments,
instructional roles, the principles of adult learning, and job

search procedures for students.
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In the area of role-specific development, computer
training seminars and workshops were identified as the most
important to the professional development o: instructors.
More than one-half of the panelists felt that seminars and
workshops designed to orient instructors to subject and course
content were important, while more than one-third of the
participants believed that seminars and workshops addressing
teaching methods in specific subject areas were important.
Less than one-third of the respondents identified seminars and
workshops concerning telephone procedures and technology to be
important to professional development.

Relative to the category of organization-related, one-
third of the respondents felt that seminars and workshops
which addressed the following topics were important to
professional development: customer service, student
retention, student loan default management, and team work.
Organization-related seminars and workshops addressing school
policies and procedures, the orientation of new employees,
management aspects of private schools, and sexual harassment
were considered to be not as important to professional growth.

With regard to interpersonal development, seminars and
workshops concentrating on communication and motivation skills
were identified by the majority of panelists as being most

important to the professional growth of instructors. One
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participant felt that seminars and workshops primarily
designed to enable instructors to meet and interact with
fellow teachers were important for development purposes.

The seminars and workshops that were identified as being
important in meeting personal professional needs were those
whick concentrated on time management and stress management
issues. More than one-half of the study’s respondents
considered time management to be important to professional
growth while less than one-third considered stress management
to be important.

Participation at seminars and workshops as part of
provincial and national association conferences were each
identified by one participant respectively as important to
contributing to "other" kinds of professional development.

The formal courses pertaining to the general
instructional role and the teaching-learning process that were
considered most professionally beneficial and important to the
development of instructors, as identified by more than one-
half of the respondents, were university education courses and
basic teacher training.

Two-thirds of the study’'s participants described role-
specific computer courses as being most beneficial to their
professional development. For almost one-half of respondents,

job-related courses that they had completed while employed in
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industry were considered to be important to their role-
specific development. Secretarial courses were identified by
one participant as being professionally beneficial.

Communications courses were also considered
professionally beneficial by two-thirds of the panel and were
judged as being important to the development of instructors.

The Delphi panel identified other formal and informal
activities that they described as being meaningful to their
professional growth. University education courses were
considered by two-thirds of the respondents as a meaningful
way of meeting general role-related needs.

All of the panelists felt that work experience relevant
to programs being taught was a form of professional
development that was the most meaningful to their specific
instructional roles. Other role-specific development
activities deemed important by the majority of respondents
were previous vocational training and computer applications.
One participant identified business ownership and consulting
as a meaningful form of role-specific professional
development.

Included with other formal and informal activities that
were described as being meaningful to professional growth were
those that pertained to the category of organization-related.

In this category, participation at business and trade seminars



Page - 94 -

was considered the most important by almost one-half of
respondents. One-third of the participants identified in-
house staff workshops and seminars as being meaningful to
their professional development while one respondent felt that
staff meetings contributed to meaningful development.

Other experiences described as meaningful were those
related to interpersonal professional development. One-third
of the panelists agreed that reading literature pertaining to
human relations and interacting with instructors external to
the organization were important means of achieving
professional growth.

Participation at provincial and national association
conferences, identified as contributing to "other" needs, was
judged to be meaningful to the professional development of
instructors by less than one-third of the respondents.

Of all their development experiences, the Delphi panel
identified those that were especially useful to their
professional growth. These experiences were applicable to the
categories of (1) general role-related, (2) role-specific, (3)

i sonal, and (4) 1.

With regard to their general role-related development,
the majority of panel members identified seminars on teaching
methods as being especially useful in contributing to their

professional development. University education courses stood
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out for more than one-half of the participants; and a teacher
training program, for less than one-third.

All of the participants indicated that work experience
related to the specific field in which instruction is given
has been particularly useful to their professional
development . All but one participant identified post-
secondary vocational training as an exceptional form of role-
specific development. Computer courses stood out for over
one-third of the respondents while business ownership was
considered especially useful by one respondent.

Motivation seminars and business communications courses
were noted by a number of respondents as being especially
useful for the development of instructors’ interpersonal
skills; computer courses were identified by less than one-
third of the participants as being particularly helpful in
achieving personal professional growth.

The administration of private schools has supported the
professional development of business career training
instructors in a number of ways. According to participants,
the most important contribution that administrators have made
to assist instructors in meeting their general instructional
needs has been the provision of financial assistance applied
toward the cost of tuition for university education courses.

Private post-secondary schools have provided in-house seminars



Page - 96 -

and release time to assist instructors in achieving their
general role-related development goals. These support
measures were considered important to the professional
development of instructors by less than one-third of the
participants.

Two-thirds of the study's respondents felt that the most
important way that private post-secondary schools have
supported the role-specific development of their instructors
has been by providing on-site computer training. Schools have
also provided curriculum seminars and release time to help
instructors meet role-specific needs. Less than one-half of
the participants perceived these as important ways of
supporting the professional development of instructors.

Private schools have helped instructors achieve
organization-related goals by addressing the ..ceds of industry
and by providing in-house seminars. Addressing the needs of
industry was considered by more than one-half of the
respondents to be an important contribution to professional
development, while the provision of in-house seminars was
judged important by only one participant.

With regard to supporting the interpersonal professional
development of instructors, it was identified that the
administrators of private schools have provided instructors

with help and moral support when necessary. This form of
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support was perceived to be important by less than one-third
of the study's panel. Private schools have helped instructors
achieve ‘"other" kinds of professional growth by sponsoring
their participation at seminars, workshops, and conferences.
However, less than one-third of the respondents perceived this
to be an important contribution to their professional
development.

The Delphi panel identified additional roles that the
administrators of private post-secondary schools might play in
meeting the development needs of their business career
training instructors. These additional roles were associated
with general role-related and role-specific development needs.
Participants felt that the provision of new ideas for program
delivery would have contributed to meeting their general role-
related needs. They believed that the role-specific needs of
instructors could have been further met through the provision
of updated course content and through seminars addressing the
latest techniques, technology, methods, and procedures

introduced in the office environment.

Conclusions
The information provided by panel members led to numerous
conclusions concerning the professional development of private
post-secondary instructors. These conclusions are presented

below, organized according to the various categories of the
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needs assessment model which formed the basis for describing
the findings of the study.

General role-related (common to the instructional role, such
as instructional planning, execution, and evaluation)

1y Seminars and workshops designed to meet general role-
related instructional needs were very important to the
professional development of instructors. Seminars addressing
teaching methods were considered to be especially useful.

R University education courses and teacher education

programs were essential to the pr tion and streng ing
of general instructional roles.

3. The acquisition of teaching strategies, academic
credentials, and current resource materials were the general
role-related professional development needs of private post-
secondary business career instructors.

4. Instructors were trying to meet their general
instructional needs by attending teaching seminars; by
consulting with, and obtaining feedback from, peers and
students; by enrolling in university education courses; by
availing of resource materials; and by updating core course
materials.

B It was perceived that instructors’ general role-related

professional development needs could be met through
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conferences, workshops, and seminars; through university
education courses; and through new ideas for program delivery.
6. Private post-secondary schools assisted instructors in
meeting their general instructional needs by providing
financial support, in-house seminars, and release time to
complete required activities.

Role-specific (specific to the particular position that an
instructor cccupies in the crganization)

In-service role-specific computer training, subject and
program content orientation, and teaching methodologies were
important in contributing to individual professional
development .

2. Formal computer courses and courses pertaining to
individual fields of instructional training were beneficial in
meeting role-specific instructional needs.

3 Work experience relevant to programs being taught,
previous vocational training, and knowledge of computer
applications were especially useful and very important to the
role-specific professional development of business career

instructors.

The principal role-specific professional development
needs of Level I business education instructors were keeping
up to date with changes in industry and with computer

applications and technology.
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5. Primarily, instructors enrolled in computer courses in an
attempt to meet their role-specific needs. The secondary
activities in which they engaged included independently
learning computer application programs, reading business and
trade literature, and participating in professional trade
seminars.

6. The Delphi panel believed that the role-specific
development needs of instructors could be met through seminars
addressing the latest techniques, technology, methods, and
procedures introduced in the office environment; through
computer courses; and through updated course content.

P The administration of private post-secondary schools
assisted business career instructors in meeting their role-
specific professional development needs by providing on-site
computer training, curriculum seminars, and release time.
Organization-related (resulting from organizational policies,
procedures, or philosophical positions)

N Level I business career instructors participated in a
variety of workshops and seminars related to the achievement
of organizational goals. Those identified as being somewhat
important to the professional development of instructors
pertained to customer service, student retention, student loan

default management, and team work.
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2 The organization-related activities that were meaningful
to instructors’ professional growth included participation in
business and trade seminars and in in-house staff workshops
and seminars.

3. It was perceived that the most important ways in which
the organization could help meet the professional development
needs of business career trairing instructors was by granting
release time to undertake required activites and by providing
financial support.

4. As well as contributing to the growth of the
organization, private post-secondary schools helped to meet
some of the professional needs of instructors by addressing
the needs of industry and by conducting organization-related
in-house seminars.

Interpersonal (relating to others as an integral part of an
instructional position in any educational setting)

1. Seminars and workshops focusing on communication and
motivation skills and formal courses in communications were
both beneficial and very important to the professional

development of private school instructors.

2. Ir ing with i or: 1 to the organization
and reading literature pertaining to human relations were
described as meaningful, interpersonal professional

development activities.
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3. Motivational skills and student management skills were
areas of need related to the interpersonal professional
development of Level I business career instructors.

4. Instructors were attempting to meet their interpersonal
development needs by maintaining a high level of motivation.
S. It was believed that the interpersonal professional
development needs of instructors could be met through
motivational skills training, courses in communications, and
feedback received from staff and students.

6. The provision of necessary help and moral support was
acknowledged as a contribution that the administration of
private post-secondary schools made to the interpersonal
professional development of instructors.

Personal (not directly related to the current job function
but contributing to the instructor's personal well-being or
career development)

1. Seminars or workshops addressing time management issues
and stress management skills were, respectively, important and
somewhat important to the personal professional development of
private post-secondary school instructors.

D Computer courses were recognized as being useful for
personal professional development purposes.

3. Teaching skills compatible with the requirements of other

provinces, identified as a personal need, were judged to be
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somewhat important to the professional development of
instructors.

4. It was perceived that specific, personal professional
development needs of some of the individual panel members
could be met through reading literature relative to areas of
special interest and by pursuing graduate studies in
education.

Other (includes professional development experiences not
distinctly specific to either of the above categories)

1. Provincial and national association conferences were
meaningful to the professional growth of participating
instructors.

2. Participation at provincial and national association
conferences was judged overall as being relatively unimportant
to the professional development of Level I business career
instructors.

3. Instructors were also trying to meet their development
needs through on-the-job teaching experience and by attending
workshops, both of which were considered somewhat important to
the professional growth of instructors.

4. The findings indicated that other, undefined professional
development needs may be met through seminars.

5% Private post-secondary institutions assisted instructors

in meeting their "other" professional development needs by
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sponsoring individual participation at seminars, workshops,

and conferences.

Recommendations

The following recommendations are offered to help guide
the decision makers of private post-secondary schools in their
professional development planning efforts. These
recommendations are not hierarchically arranged but are
presented as an aid in providing ideas for future professional
development practices.
1. Provide general role-related and role-specific training
related to the instructional roles of planning, execution, and
evaluation.
2 Provide training in student management skills and the
principles of adult learning.
. Provide opportunities, support, and time to allow
instructors to acquire needed academic teaching credentials
and to complete formal courses related to their specific
fields of instructional training.
4. Provide instructors with current instructional resource,
core course, and program content teaching materials, and with
professional trade, special interest, and human relations

literature.
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5re Provide time to allow instructors to consult with
colleagues and students, to wupdate course and teaching
materials, and to study resource materials and literature.
6. Provide opportunities for instructors to participate in
conferences, workshops, or seminars related to their general
instructional roles and to their specialized areas of
vocational training.

T Provide instructors with new ideas for the delivery of
training programs.

8. Provide orientation sessions to familiarize new and
beginning teachers with program content and to introduce
curricular changes to existing staff.

8. In-house seminars and workshops designed to achieve
organizational goals should also be designed to meet the
professional development needs of instructors.

10. Instructors should be given release time and financial
support to undertake professional development activities
related to the achievement of organizational goals.

11. Facilitate the interaction of instructors with peers and
counterparts external to the organization.

12. Offer seminars or workshops dealing with effective time
management and stress management techniques.

13. Obtain information for those interested about teaching

skills compatible with the requirements of other provinces.
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14. Support instructors in acquiring computer and other
skills which may not be directly related to their current job
functions.

15. Encourage and support individual academic pursuits of
graduate education studies.

16. Provide opportunities for different staff members to
participate in  provincial and national association
conferences.

17. Sponsor instructor participation at seminars, workshops,
and conferences designed to meet other, individual
professional development needs.

18. Provide opportunities, support, and time to allow
instructors to complete formal computer courses and to acquire
training in computer application programs.

19. Provide opportunities, support, and time to allow
instructors to participate in motivation and communications

skills training.

ions for Further Study

It is evident that more studies should be done to explore
the professional development needs and practices of
individuals employed in the private post-secondary school
system. Such studies would contribute to our understanding of
instructors’ professional needs and form the basis for ongoing

personnel development planning. Also, private post-secondary
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school operators should explore professional development
practices that focus on meeting the needs of individual
instructors as they pass through the different career stages

of their professional lives.

Related Research

Because there has been a paucity of research conducted
pertaining to the Newfoundland and Labrador private post-
secondary school industry, the following recommendations are
viewed as important for further studies to proceed:
1. that a study be undertaken to profile students who enrol
in various training programs.
2 that a study be conducted to describe how instructors are
inducted into this work environment.
3. that a study be conducted to examine student retention

rates.

that a study be undertaken to investigate the job
placement rate of graduates.

5. that a study be undertaken to assess whether training
programs are meeting the requirements of the workplace.

6. that a study be conducted to examine how instructional
personnel are recruited and selected.

T that a study be conducted to explore the supervisory

practices employed by administrators.
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8. that a study be undertaken to assess the job satisfaction

of instructors.

Recommendations Related to Using the Delphi Strategy

The following are recommendations related to the use of
the Delphi strategy in conducting a study of this nature:
1. that the sample of participants be taken from other areas
of instructional training.
2. that a larger number of training institutions be included
in the sample.
j: that participants from private post-secondary schools
located in the Labrador region be included in the sample.
4. that administrators be included in the sample.
8 that a third round questionnaire be administered if the
objective is to reach consensus of opinion, derive strategies,
or suggest solutions.
7. that personal interviews be used as a method of

collecting data.

Conclusion
Closing the gap between "what is" and "what should be" in
education goes beyond assessing needs; however, such an
experience is part of the process for effecting change.

According to Smith (1989), it is the the way to begin the
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process. Information obtained from needs assessments is meant
to serve a planning function (Myers, 1988).

In addition to providing insight into, and presenting
issues concerning, the professional development needs and
practices of business career instructors employed in private
post-secondary schools, it is recommended that the information
obtained from this study be used by decision makers as a basis
to plan future professional development activities in private

post-secondary education.
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Letter to Principals Seeking Formal Consent to Allow
Instructors to Participate in the Study
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2 Coaker Place
St. John's, NF
AlA 4Bl
Current Date

Princip.l
School Name
Mailing Address

Dear :

I am a business education instructor employed at a St. John's
private post-secondary school and also a part-time graduate
student at Memorial University of Newfoundland.

In partial fulfilment for a Master of Education degree, I am
planning to conduct a study of the professional development
needs of private post-secondary instructors responsible for
the delivery of Level I business career training programs. It
is hoped that the findings of this study will provide
information which may be used in planning effective
professional development experiences which benefit both (name
of school) and its instructors. I am, therefore, requesting
your permission to have (name of szhool)’s instructors take
part in this study.

This research project will use a methodology known as the
Delphi technique, which consists of a series of questionnaires
(usually three) designed to elicit participants’ viewpoints in
arriving at a needs consensus. Data will be collected during
the September 1994 - June 1995 school year; all data and
records of participation will be destroyed when the final
written thesis has been submitted to Memorial University. The
research will be conducted under the general supervision of
Memorial and the direct supervision of Dr. George Haché and
Dr. Dennis Sharpe of the Faculty of Education.

aAll information gathered in this study will be kept stnctly
confidential and at no time will (name of school) or its
instructors be identified; I am not interested in isolating
the professional development needs of individual schools or
specific instructors. Participation is voluntary, subjects
may refrain from answering any questionnaire items they prefer
to omit, and (name of school) or any of your instructors may
withdraw from the study at any time. This research will be
conducted within the guidelines of the Faculty of Education’'s
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Principal’s Name
Current Date
Page 2

Ethics Review Committee, and the results of my completed
research would be made available to you upon request.

This proposed study has received the support and endorsement
of Ms. Nellie Burke of the Department of Education. However,
it is not able to be conducted without the assistance and co-
operation of the administrators of the province’s established
private post-secondary schools. Your help in this regard
would be invaluable and most appreciated. If you are willing
to contribute to this research by having your instructors
participate in the study, please sign the enclosed forms and
return one copy to me at the above address by (date). The
other is for your own records.

I assure you that the research study is my own original idea
and is being conducted by me as a graduate student and not as
an employee of a private school. All correspondence and any
information you may release to me will be kept confidential
and used only to obtain a sample for the study.

If you have any questions or concerns, please do not hesitate
to contact me at 722-3248. If at any time you would like to
speak with a resource person not associated with the study,
you may contact Dr. Patricia Canning, Associate Dean, Research
and Development, Faculty of Education.

Yours sincerely,

Sally Ackerman, B.A., B.Ed.

Enclosures
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I, give

permission for (name of school) instructors to take part in a
study being undertaken by Sally Ackerman which is designed to
identify the professional development needs of Level I
business career training instructors. I understand that
participation is entirely voluntary and that (name of school
can withdraw permission at any time. All information is
confidential and neither (name of school) nor its instructors

will be identified.

Date

Signature
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Follow-up to Appendix A Letter
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2 Coaker Place
St. John's, NF
AlA 4B1
Current Date

1~ 2~ 3~; 4~
B
6=

Dear 1~ 3

In a letter dated August 25, 1994, I requested your permission
to allow your school'’s business career training instructors to
participate in a study I am planning to undertake in partial
requirement for a Master of Education degree. The purpose of
this research is to determine the professional development
needs of instructors responsible for teaching Level I business
education programs in private post-secondary training
institutions.

Because 5~ is one of the province's established private post-
secondary schools, the contribution of your school and its
instructors would be integral to the study. In addition, it
is hoped that the research findings will yield insights and
information which may be used b private schools in planning
meaningful professional development activities for their
instructors.

With the start-up of new classes, I know this is a very busy
time of year for you. For your convenience, I am aqam
enclosing two copies of a permission form for you to sign,
indicating your willingness to have your instructors become
involved in this study. Please return one to me and retain
the other for your records. Your co-operation is greatly
appreciated.

If you have already responded to my previous letter, I would
like to thank you for your support.

Sincerely yours,

Sally Ackerman, B.A., B.Ed.

Enclosures
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I, give
permission for 5~ instructors to take part in a study being
undertaken by Sally Ackerman which is designed to identify the
professional development needs of Level I business career
training instructors. I understand that participation is
entirel& voluntary and that 5~ can withdraw permission at any
time. All information is confidential and neither 5~ nor its

instructors will be identified.

Date

Signature
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Letter to Principals Requesting Names of Level I Business
Career Training Instructors in Their Employ
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2 Coaker Place
St. John's, NF
AlA 4B1
Current Date

1~ 2~ 3~, 4~
5~

Dear 1~ 3~:

Thank you for consenting to allow your school’s instructors to
participate in a study that I will be undertaking to determine
the professional development needs of private post-secondary
instructors engaged in the delivery of Level I business career
training programs. IL is only through the support and co-
operation of the administrators of the province's established
private post-secondary schools that this research project is
able to be conducted.

In order to contact potential participants to serve on the
study’s Delphi panel, it is necessary that I know the names
and mailing addresses of the instructors in your employ who
are involved in teaching Level I business career training
programs. Because of ethical considerations, this information
must be obtained from the administration of your school.
Therefore, I am seeking your further assistance by raquescmg
that you prov1de me with the needed information.
contribution in this regard would be greatly apprecxated.

Again, I thank you for the assistance you have provided thus
far and look forward to your continued support of this
project.

Yours sincerely,

Sally Ackerman, B.A., B.Ed.
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Round One Delphi Questionnaire



A PROFESSIONAL DEVELOPMENT NEEDS ASSESSMENT OF
PRIVATE POST-SECONDARY LEVEL I
BUSINESS CAREER INSTRUCTORS:

A DELPHI STUDY

2 Coaker Place
St. John's, NF
A1A 4B1

November 1994

To Delphi Study Panelists:

Based on your willingness to participate, you have been selected as a member of this study’s
Delphi panel. Thank you for agreeing to assist in the research. The completion of this
questionnaire will take about an hour of your time.

The Delphi technique avails of the expertise of its panel members in establishing needs and
setting priorities. The purpose of this study is to explore the professional development

needs of private post for the delivery of Level I business
career training programs. Asindicated in the a:companymg letter, this needs idlentification
is based on the resp given by p: P to a series of

The Delphi approach is cumulative. This first round quesuonnaue is largely exploratcry in
nature. Youare asked to generate resp tonine op qt

obtained from the Round One op ded i will be ized in the form of
distinct statements and fed back to you for your appraisal. By the third round, a group
view of consensus will have emerged.

All necessary steps will be taken to ensure the anonymity of all participants. Under no
circumstances will you be cited or quoted; you are personally assured of absolute anonymity
and confidentiality.




Page 2

Please give thoughtful i ion to the ion of ths Rnund One Delphi

T would app your ing the rull However, you
may leave blank any item you wish. If you need more space, please use the back page and
additional sheets if necessary.

Please return your completed questionnaire by January 10, 1995.

If you have any q this gy ire, please contact me by telephoning
(709) 722-3248. Out-of-town residents may y call collect.

Thank you for your help.




Delphi Study: Round One

L Briefly describe the types of seminars and workshops you have attended while teaching in your
present position.
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Delphi Study: Round Ore

2. What types of courses, including those related to your field and those pertaining to the teaching-
learning process, have been most professionally beneficial to you as an instructor?
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Delphi Study: Round One

3. Describe any other professional development activities, both formal and informal, that are
meaningful to you as an instructor.
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Delphi Study: Round One

4. Of all the items you have listed above in response to Questions 1 through 3 inclusive, please
identify those that stand out, and indicate why they have been especially useful to your
professional growth.

Page ¢



Delphi Study: Round One

5. At this stage of your teaching career, what are your professional development needs?
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Delphi Study: Round One

6. Describe the ways in which you are trying to meet these needs. (In reference to Question 5)
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Delphi Study: Round One

7. Describe the ways in which you think your professional development needs can be met,
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Delphi Study: Round One

8. How is your school assisting you in meeting these needs? (In reference to Question 5)
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Delphi Study: Round One

9. Any other

based on
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Delphi Study: Round One

15.

PARTICIPANT BACKGROUND INFORMATION (OPTIONAL)

What is the total number of years of teaching experience that you possess?

How many years have you been empl asani in the private post-s y school
system?

Are you teaching full time or part time in your present position?

Which business career training programs are you involved in teaching? (For example, Secretarial
Studies, Computerized Accounting, etc.)

Please list the certificates, diplomas, and degrees that you hold.

Certificates, Diplomas, Degrees Year of Graduation

Please list any other qualifications that you are in the process of completing.

Page 10
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Initial Letter to Delphi Panel
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2 Coaker Place
St. John's, NF
AlA 4Bl

November 30, 1994

2~ 3~
4~

Dear 1~ 3~:

Thank you for agreeing to parthl.pate in the research project
that I will be undertaking in partial fulfilment for the
degree of Master of Education.

with this letter, I have enclosed the first questionnaire and
the "Consent to Participate" forms. Please sign both forms,
and retain one for your own records; the other is to be
returned to me with your completed questionnaire. I have also
enclosed a stamped, self-addressed envelope for your mailing
convenience. The envelope contains a code number; this is for
follow-up purposes only, not for participant identification.

As mentioned during our telephone conversation, I am planning
to conduct a study to determine the professional development
needs of private post-secondary school teachers engaged in the
delivery of Level I business career training programs. It is
hoped that the research findings will provide information that
may be used by the administration of private schools when
planning professional development activities for its
instructors.

This research project will use a method known as the Delphi
technlque, which is deslgned to obtain expert opinion on a
given topic through a series of questionnaires (usually three)
and controlled feedback as a means of identifying needs and
achieving 1 group j . Data will be collected
during the current school year; all data and records of
participation will be destroyed when the final written thesis
has been submitted to Memorial University. The research will
be conducted under the general supervision of Memorial and the
direct supervision of Dr. George Haché and Dr. Dennis Sharpe
of the Faculty of Education.

Because of your employment as a private post-secondary
business career instructor, you are considered to be
knowledgeable about the professional development needs of



Page - 148 -

1~ 2~ 3~

Page 2
November 30, 1994

teachers in this setting. Your expertise in the
identification and prioritizing of the professional
development needs of Level I business career instructors will
provide an invaluable contribution to this research.

All information gathered in this study will be kept strictly
confidential, and at no time will any instructor or school be
identified; I am not interested in isolating the professional
development needs of individual schools or specific
instructors. Participation is completely voluntary, and you
have the right to withdraw from the study at any time and/or
refrain from answering any questionnaire items you prefer to
omit. This research will be conducted within the guidelines
of the Faculty of Education’s Ethics Review Committee, and the
results of my completed research would be made available to
you upon request.

After obtaining a signed consent form and the first-round
questionnaire from each participant, the procedure that will
be observed in using the Delphi technique is as follows:

1) A second-round questionnaire, summarizing and listing the
statements obtained from the first questionnaire, will be
sent to you. You will be asked to rank the listed items
and, if you choose, make additional comments.

2) The third-round questionnaire reflects the summarized
group ratings of the second-round questionnaire. I will
ask you to consider the data and to reconsider your
original ratings, which you may wish to change after
learning the group judgement. You may also comment.

3) The results of the third-round questionnaire will be
summarized and fed back to you.

I assure you that the research study is my own original idea
and is being conducted by me as a graduate student and not as
an employee of a private school. All correspondence and any
information you release to me will be kept confidential and
anonymous. Please also be assured that your school has
formally given permission to allow its instructors to
participate in the research.
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1~ 2~ 3~
Page 3
November 30, 1994

If you would like more information concerning this study,
please call me collect at (709) 722-3248. If you would at any
time like to speak with a resource person not associated with
the study, you may contact Dr. Patricia Canning, Associate
Dean, Research and Development, Faculty of Education, Memorial
University of Newfoundland.

I would appreciate your commitment and co-operation. However,
if you have decided against contributing to this research, it
is important that I know as soon as possible so that another
potential participant may be requested to serve as a panel
member. In the event that this is the case, please contact me
at the above telephone number.

Yours sincerely,

sally Ackerman, B.A., B.Ed.

Enclosures
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CONSENT TO PARTICIPATE

I, 2~ 3~, agree to participate in a Delphi research study
to determine the professional development needs of private
post-secondary instructors responsible for the delivery of
Level I business career training programs being undertaken by
Sally Ackerman. I understand that participation is entirely
voluntary and that I may withdraw from the study at any time.
All information is strictly confidential and no individual

will be identified.

Signature:

Date:
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Round One Follow-up Reminder Letter to Delphi Panel
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2 Coaker Place
St. John’s, NF
AlA 4Bl

December 29, 1994

1220 3=
4~
Dear 1~ 3~:

During mid-November, I contacted you by telephone requesting
your participation in the research project that I am

undertaking in partial fulfilment for the degree of Master of
Education. After you had graciously agreed to assist in this
study, I then mailed you an explanatory letter (dated November
30) outlining the research procedure along with the first-
round Delphi questionnaire and two copies of a “Consent to
Participate" form.

I want to thank you again for agreeing to be a member of the
study’s Delphi panel. I am optimistic that the valuable
contributions of educators like you will provide information
that will be beneficial to private post-secondary school
leaders as they plan programs to help meet the professional
development needs of business career instructors.

If you would like further information or have any questions
concerning the first-round questionnaire, please call me at
(709) 722-3248.

I am looking forward to soon receiving your completed
questionnaire.

Yours sincerely,

Sally Ackerman



APPENDIX G

Round Two Delphi Questionnaire



1: The types of seminars and kshops attended by particip while working
in their current positions were identified as follows.

From the total umber of items listed below under the various categories, select the eleven that you feel are most
important to the professional development of instructors. Assign the value (1) to the item you feel is most important.
Assign (2) to the next most important and so on until the eleventh item (the least important of the eleven) is assigned a
value of 11
Any additional items you provide may also be included in the ranking.

General role-related (common to the

Rank instructional role, such as instructional planning, Comments
exccution, and evaluation)

(@) exam marking
()  teaching methods

(c) lesson plan preparation

(d)  preparation of exams and
assignments

(e)  job search procedures for
students

(6] instructional roles
——— | (® principles of adult learning
(h) facilitation skills

classroom management

Additional Items

e— )

0
— Y]

|

Role-specific {spmﬁc to the particular position
that an instructor occupies in the organization)

— |[(@) teaching methodologies in
specific subject areas

Delphi Questionnaire # 2 Page 1



®

©
@
(O]

N

®
)
@

1l

telephone procedures and
technology

computer training
financial statements
marketing

orientation to subject and course
content

Additional Items

Organization-related (resulting from
organizational policies, procedures, or philosophical

positions)
(@)  school policies and procedures
— | (®) women in supervision
| student retention
(d)  sexual harassment
(e)  management aspects of private
achools
| ®  goals and future of the
institution
(g) team work
(h)  student loan default
management
i) customer service
()  general information session for

new employees

Delphi Questionnaire # 2

Page 2



(k)
0]

(m)

Additional Items

Interpersonal (relating to others as an
integral part of an instructional position in any

educational setting)
(@)  meeting and interacting with
fellow teachers

(b)  motivation skills

()  communication skills
Additional Items

(d)

(e)

®

Personal (not directly related to the current job
fiunction but contributing to the instructor's
personal well-being or career development)

(@)
®)

©
@
()

stress management
time management

Additional Items

Delphi Questionnaire # 2
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Other (please specify content or provide
clarification in the adjacent "Comments” section)

(@)  participation at provincial
association conferences

(b)  participation at national
association conferences

Additional ltems
©
(CH]

— @

2 The types of courses, including those pe. iaining to the teaching-learning process and
those related to the specific field of instructional training, that were identified as being most
professionally beneficial are provided below.

From the total number of items listed under the different categories, select the three that you feel are most
important to instructors' professional development. Assign the value (1) to the item you feel is most important. Assign
(2) to the next most important; assign a value of (3) to the third item (the least important of the threc).

Any additional items you provide may also be included in the ranking.

General role-related (common to the
Rank instructional role, such as instructional planning, Comments
execution, and evaluation)

(@)  university education courses
(b)  basic teacher's training program
Additional Items

©
(@)

— O]

Role-specific (specific to the particular position
that an instructor occupies in the organization)

(a)  accounting courses

Delphi Questionnaire # 2 Page 4



(b)  computer courses
(c)  secretarial courses

(d)  courses offered by the Associate
Institute of Canadian Bankers

(e)  courses contained in a post-
secondary Banking and
Financial Services program

® job-related courses while
employed in industry

Additional Items
®
(h)
(0]

nterpersonal (relating to others as an integral
part of an instructional position in any educational
setting)
(@
(b)  other

Additional Items

(©
()
()

3. The following list includes other pr ional ivities, both formal and
informal, that were identified by instructors as bemg meamngful to their professional
growth.

From the total number of items listed under the different categories, select the six that you feel are most
important to the professional development of instructors. Assign the value (1) to the itém you feel is most important.
Assign (2) to the next most important and so on until the sixth item (the least important of the six) is assigned a value

Any additional items you provide may also be included in the ranking.

Delphi Questionnaire # 2 Page 5



General role-related (common to the
Rank instructional role, such as instructional planning, Comments
execution, and evaluation)

(@)  university education courses

Additional Ttems
®)
©
(G}

Role-specific (specific to the particular position

that an instructor occupies in the organization)

(@)  computer applications

(b)  work experience relevant to
programs being taught

(c)  previous vocational training

(d) reading literature on business

(e)  business ownership and
consulting services

Additional Items
®
(8
()

Organization-related (resulting from
organizational policies, procedures, or philosophical
positions)

(@)  membership in the Association
of Records Managers and
Administrators

Delphi Questionnaire # 2 Page 6



(b)  member of the school's
secretarial program(s) advisory
board

(c)  participation in school's annual
business day functions

(d)  staff meetings

(e) participation at business and
trade seminars

(f)  in-house staff workshops and

seminars
Additional [tems
(8)
(h)
@

Interpersonal (relating to others as an integral
part of an instructional position in any educational

setting)

(@) membership in the school's
secretarial program(s) social
club

(b) reading literature pertaining to
human relations

(c) interacting with instructors
external to the organization

dditional Items
(C]
(e)
®

Delphi Questionnaire # 2
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Other (please specify content or provide
clarification in the adjacent “Comments* section)

(a) participation at provincial
association conferences

(b)  participation at national
association conferences

itional I
— |@
—C)]
— @
4. Of all the mformaﬂon given above in Numbers 1-3 In:lusnve, the following were
identified as being especially useful to the of instructors.

From the total number of items given under the different categories, select the five that you feel are most
important to the professional development of instructors. Assign the value (1) to the item you feel is most important.
Assign (2) to the next most important and 50 on until the fifth item (ihe least important of the five) is assigned a value

5.

Any additional items you provide may also be included in the ranking.

General role-related (common to the
Rank instructional role, such as instructional planning, Comments
execution, and evaluation)

(@)  seminar on teaching methods
(b) teacher training program
() university education courses
itional I
_ @
C]

Delphi Questionnaire # 2 Page 8



—_—

Role-specific (specific to the particular position

that an instructor occupies in the organization)

SE— )]

)
©
()
O]

®
®)

(h)
@

HENn

work experience related to the
field in which instruction is
given

secretarial training

business ownership

reading of business journals
post-secondary vocational
training

computer courses

Additional Items

Organization-related (resulting from
onganizational policies, procedures, or philssophical
positions)

—_ @

(®)
©
@

member of the secretarial
program(s) advisory board

Additional Items

Delphi Questionnaire # 2
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Interpersonal (relating to others as an integral
part of an_instructional pusition in any educational
setting)

(@ motivation seminars

(b) course in business
communications

Additional Items
©
— | @

—C)

Personal (not directly related to the current job
Sfunction but contributing to the instructor's
personal well-being or career development)

(a) computer courses

(®)
S—— - |

[CY

Other (please specify content or provide
clarification in "Comments" section)

(a) participation at provincial
association conferences

(b) participation at national
association conferences

Addiitional Items
jEm— ]
— )
(e)

Delphi Questiontnaire # 2
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.

5. The ing p ional d J needs were id
From the tolal nurmber of items given under the different categories, select the four that you feel are most
important in contributing to the professionl development of instructors. Assign the vilue (1) to the item you feel is
most important.  Assign (2) to the next most important and so on until the fourth item (the least important of the four)
is assigned a value of 4.
Any additional iterns you provide mty also be included in the ranking.

Gel role-related (common to the
Rank instructional role, such as instructional planning, Comments.
execution, and evaluation)
(a) teaching methods and strategies
| (® academic credentials
(c)  current resource materials
Additional Ttems
S—)c)
— | @
e ()
Role-specific (specific to the particular position
Ehat an instructor occupies.in  the organization)
(a) skills iE\ the application of global
strategies
— | (® Kkeeping up to date with changes
in industry
— | (e computer training
Additional Ttems
—_ | @
— | @
ey ()

Delphi Questiorinaire # 2 Page 11



Interpersonal (relating to others as an integral
part of an instructional position in any educational
selting)

(a) assertiveness training

(b)  motivation skills

© student management skills
Additional Items

(d

@

®

Personal (not directly related to the current job
function but contributing to the instructor's
personal well-being or career development)

(@) career development

()  teaching skills compatible with
requirements of other provinces

Add

nal Items
(C]
()
()

6. Members of the panel stated that they are trying to meet their professional
development needs through the following.

From the tolal number of items given under the diferent categories, select the five that you feel to be the most
important in meeting instructors' professional development needs. Assign the value (1) o the item you feel is most
important, Assign (2) to the next most important and so on until the fifth item (the least important of the five) is
assigned a value of 5.

Any additional items you provide may also be included in the ranking.

Delphi Questionnaire # 2 Page 12



General role-related (common to the

Rank instructional role, such as instructional planning, Comments
execution, and evaluation)
(@)  university education courses
(b) available resource materials
—— | (© updating core materials
(d) consulting with other instructors
and students
(e)  seminars offered by the
employer
()  feedback from students and
peers
Additional ltems
— |®
S— )
RS )]
Role-specific (specific to the particular position
that an instructor occupies in the organization)
(@)  scir tacght computer
applications
(b)  reading business and trade
literature
(€)  computer courses
(d)  professional trade seminars
Additional Items
J— )]
®
— | ®
Delphi Questionnaire # 2 Page 13



Interpersonal (relating to others as an integral
part of an instructional position in any educational
setting)

(a)  maintaining high level of
motivation

Additional Items
)
©
()

Personal (not directly related lo the current job
function but contributing to the instructor's
personal well-being or career development)

(a) independent reading in areas of
special interest

Jditional I
)
(©
(@

Other (plense specify content or provide
Clrification in the adjucent *Comments section)

(@)  on-the-job teaching experience
®) workshops
Additional Items
()
@

)

Delphi Questionnaire # 2
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7. The following were identified as ways in which instructors felt that their professional
development needs could be met.

From the total number of items given under the different categories, select the six that you feel to be the most
important in meeling inustruclors” professional development needs. — Assign the value (1) to the itern you feel is most
importut, Assign (2) to the next most important and so on until the sixth item (he least important of the six) is
assigned a value of 6.

Any additiomal items you provide may also be included int the ranking.

General role-related (common to the
Rank instructional role, such as instructional planning, Comments
execution, and evaluation)

university education courses

— @
) seminars

conferences and workshops

— |

d) unspecified sources of teacher
training

(e new ideas for program delivery

ion. s

s | )
(®
)

Role-spedific (specific to the particular position
that an instructor occupies in the organization)

computer courses

pu— )]

®) seminars on the latest
techniques, technology, methods
and procedures being
introduced in the office
environument

© reading about global economy

(d)  updating course content

Delphi Questionnaire # 2 Page 15



Additional Items
()
®
(8

Organization-related (resuiting fom

organiztional policies, procedures, or plilosophical

positions)

(a) financial support

(b) time toundertake needed
activities

Additional Items
©
(CY]
(e)

Interpersonal (relating to others s an integral
part of an instructional position in any educational
setting)

(a) motivation skills

(b) communications courses
(c) seminars and workshops
(d) feedback from staff and

|11

students
Additional ltems
S )]
— )|
—_— |

Delphi Questionnaire # 2 Page 16



Personal (not directly related to the current job
function but contributing to the instructor's
‘personal well-being or career development)

(a) independent reading in areas of
special interest

(b)  university graduate studies in
education

Additional Items
(©
(d)
(€

Other. (please specify content or provide
clarification in the adjacent *Comments" scction)

(@)  seminars
Additional Items
(b)
(©
(d)

8. The following were identified as ways in which private post-secondary schools are
assisting instructors in meeting their professional development needs.

From the total number of items given under the different categories, select the four that you feel to be the most
important in meeting instructors' professional development needs. Assign the value (1) to the item you feel is most
important.  Assign (2) to the next most important and so on until the fourth item (the least important of the four) is
assigned a value of 4.

Any additional items you provide may also be included in the ranking.
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Rank

Gen e-1 (common to the
instructional role, suth as instructional planning,
execution, and evaluation)

Comments

l

1NN

i

|1

(@)  reimbursing one-half of the cost
of tuition after the completion of
university education courses

(b) financial assistance applied to
university tuition costs

(c)  release time to complete
required activities

(d)  in-house seminars
Additional Items

()

o

®

Role-specific (specific to the particular position
that an instructor occupies in the organization)

(@)  curriculum seminars
(b)  or-site computer training
() financial assistance

(d) release time to complete needed
activities

Additional Items
©

(8

Delphi Questionnaire # 2
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Organization-related (resulting from
organizational policies, procedures, or philosophical
positions)

(@)  addressing the needs of
industry

()  in-house seminars
Additional Items

©

—_ @

(e)

Interpersonal (relating to others as an integral
part of an instructional position in any educational
setting)

(a)  providing help and moral
support when necessary

Additional Items
®)
©
@

Other (please specify content or provide
clarification in the adjacent "Comments" section)

(@)  school-sponsored seminars and

workshops
() school-sp
| Items
©
)
()
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9. Any other based on p i | ?
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Round Two Covering Letter Sent to Round One Respondents
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2 Coaker Place
St. John's, NF
Ala 4B1
Current Date

Dear Delphi Panelist:

Thank you for completing the Round One questionnaire of this
study. Your co-operation and continued participation in this
research project is very much appreciated.

The content of the responses given to each question on the
Round One questionnaire was carefully analyzed; duplication

was eliminated and similar statements were combined. The
information was then organized into major categories
designated as general role-related, role-specific,
organization-related, interpersonal, and personal .
(Definitions of these are included in the Round Two
questionnaire.) Any data which did not fit into these

categories were classified as "other."

The enclosed Round Two questionnaire summarizes and lists the
information provided from the first-round questionnaire.

Please do the following when completing Delphi Questionnaire
£

1. Review all the information found on the Round Two
questionnaire. You are encouraged to comment on any
item(s) you wish.

2: Suggest additional items, if you wish.

3. Rank order items according to the instructions given in

the Round Two questionnaire.

53 Return your completed questionnaire in the enclosed self-
addressed, stamped envelope by May 30, 1995
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Again, thank you for your participation in this study. If you
have any questions concerning Round Two, please phone me
(collect) at 709-722-3248.

Yours sincerely,

Sally Ackerman

Enclosures



APPENDIX I

Round Two Covering Letter Sent to Round One Non-respondents
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2 Coaker Place
St. John's, NF
AlA 4Bl
Current Date

Dear Delphi Panelist:

Although you weren’'t able to take part in Round One of the
Delphi study that I am undertaking to determine the
professional development needs of Level I private post-
secondary business career mstructors, I am hoping that you
will be able to participate in Round Two; your co-operation
would be very much appreciated.

The content of the responses given to each question on the
Round One questionnaire was carefully analyzed; duplication

was eliminated and similar statements were combined. The
information was then organized into major categories
designated as general role-related, role-specific,
organization-related, interpersonal, and personal.
(Definitions of these are included in the Round Two
questionnaire.) Any data which did not fit into these

categories were classified as "other."

The enclosed Round Two questionnaire summarizes and lists the
information provided from the first-round questionnaire.

Please do the following when completing Delphi Questionnaire
# 2

1; Review all the information found on the Round Two
questionnaire. You are encouraged to comment on any
item(s) you wish.

2. Suggest additional items, if you wish.

x N Rank order items according to the instructions given in

the Round Two questionnaire.

5. Return your completed questionnaire in the enclosed self-
add:essed, stamped envelope by May 30, 1995.
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I look forward to your participation in this study. If you
have any questions concerning Round Two, please phone me
(collect) at 709-722-3248.

Yours sincerely,

Sally Ackerman

Enclosures



APPENDIX J

Closure Letter to Participants
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2 Coaker Place
St. Jgohn's, NF
AlA 4Bl
Current Date

1~ 2~ 3~
4~

Dear 1~ 3~:

Thank you for completing the round two Delphi questionnaire
and for participating in the research project I am undertaking
in partial fulfilment of the requirements for the degree of
Master of Education.

As you know, this study was designed to identify professional
development needs of Level I business career instructors
employed in the province’'s private post-secondary school
industry. Because of your participation and that of the other
members of the Delphi panel, enough information has been
obtained so that I may begin writing my master’s thesis.

I greatly appreciate your help and dedication; without your
involvement, it would not have been possible for me to proceed
with this project.

If you would like further information on this research or have
any comments, please contact me at (709) 722-3248.

Again, thank you for getting involved.

Yours sincerely,

Sally Ackerman
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