g

// v ) ‘i. N , . "
L e I o ‘
l National Library 2k nationale CANADIAN THESES - .THESES CANADIENNES ]
of Canada - du Canada = - ON MICROFICHE. 'SUR MICROFICHE S
| e

NAME C;F AUTHOR/NOM DE L AUTEUR lg/l iz 02/7( ﬁQ[u e ero Wy . § \ .

TITLE OF THESIS/TITRE DE LA THESE I)Sf/ 7lu+10na/( /@AQLQCI / n ﬁeare& grqn )(//:/a

o ///U]L;S O?C #ome ng_'me/ cs (a/mc/w
% e [P .- . K - | .
UNIVERSITY/U/?//V%’RSIT-E’ _ /jmv eFS/ft/ 97[ /Q/Aerfa ‘ . e
DEGREE FOR WHICH THESIS WAS FBESENTED/ . PA 0 ) -
- GRADE POUR LEQUEL CEJTE THESE FUT PRESENTEE : . —
- J" .

YEAR THIS DEGREE CONFERRED /ANNEE D"OBTENTION DE c erave____ 1178 : I ')

. “ ’ ’ g nv'» ) . ; . o o "\»' -1'1 oy

' NAME OF SUPERVASOR/NOM DY DIRECTEUR DE THESE 'fam,_o < /77 S Vidi a[ S

Permission is hereby granted to the NATIONAL LIBRARY OF - 'L’autorisation est, par la présenfe. accordée 3 la BIBLIOTHE-

CANADA to microfilm this thesis and fo lend or sell ‘copies QUE NATIONALE DU CANRADA de mic’rof{(mef ’cette thég et

of the film, ] B ‘ o R‘\‘ de’;?ré'ter ou de vendre des -éxemp/afres’dtj film. - \

Thé author reserves oihér pubii’cation rights, and neither the . L'auteur se réserve les autres dro/ts’de _;—Jub/icatjon,"ni 1a
fr;e';Qs nor extenls{v_ve ex%racts from it may be printed Hor other- thése ni de Iongﬁ/ extraits de celle-ci ne doiverﬁ étre imprimés
wise reproduced without the author's written permission. ‘ , ou autrement reproduits sans I'autO(isat/'on écrite de I'auteur.

X

.DATED/'DAYE'_égZCééL”‘/ / 7 SIGNED/S/GNE. IC-> v)g/? 1&/@/&%/ .~ . B

PERMANENT ADDRESS/ﬁFS{DEN;'E FIXE 5,00 35’ Zﬁ/—?? S\/re e 74
Eﬂ/m@h/z /Q/éet/(u' Sl ’
72/7 < ?

NL=-91 (3-74)



T L

//

,/ -
/ I *
/

~

/ T

i

/ ‘ a e

National Library of Canada

‘ Catal‘oguing Branch
Canadian Theses Division o

Ottawa, Canada
CK1A ON4

NOTICE o

o»

'The quality of this microfiche is heavily dependent upon

the quality of the original thesis submitted for microtiim-
|ng /véry eftort has been made to ensure the highest
ty of reproductvqn poss&ble

lf pages are missing, contact the umversnty which
granted the degree.

Some pages may have indistinct print especially if
the original pages'were typed with a poor typewriter
ribbon or if the university sent us a poor photocopy.

Previously copyrighted mater
published tfests, etc.) are not filmed.
Reproduction in full or in patt of this film is governed

by the Canadian Copyright Act, R.S.C. 1970, c. C-30.

7 NL-339 (3/77)

Please read the authorization forms which accompany
this thesis. ’

THIS DISSERTATION
HAS BEEN MICROFILMED
.EXACTLY AS RECEIVED

Is (journal articles,

£
-

e,
Bibliothéque nationale du Canada

Direction du catalogage
D,ivision des théses canadiennes

» o - avws )

y
. , ' 1 3 .
La qualite de cette microfiche dépend grandement de la
qualité dela these soumise au microfilmage. Nous avons

tout fait pour assurer une qualité supérieure de repro—
duction.

S'il manque des pages veuillez commumquer avec
I'université qui a confere le grade .

La quallte d'impression de certames pages peut
laisser a désirer, surtout si les pages originales ont été
dactylographiées a I'aided'un ruban usé ou sil'université
nous a fait parvenir une photocopie de - mauvaise qualité.

Les documents qui font déja |'objet d'un droit d’au-
teur (articles de revue, examens publiés, etc.) ne sont pas
microfilmés.

La réproductiorf. méme partielle, de ce microfilm est
soumise a la Loi canadienne sur le droit d'auteur, SRC

+ 1970, c. C-30. Veuillez prendre connaissance des for-

mules d autorisation qui accompagnent cette these.

LA THESE A ETE
MICROFIL MEE* TELLE QUE
NOUS L'AVONS REGUE

~,



THE UNIVERSITY OF ALBERTA

INSTITUTIONAL RENEWAL' IN DEGREE-GRANTING UNITS
OF HOME ECONOMICS IN CANADA

. by

-

(6 ELIZABETH MARIE CROWN

.

. A\THESIS

SUBMITTED TO THE FACULTY OF GRADUATE STUDIES AND RESEARCH

fa .
IN ?ARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE

, ‘OF DOCTOR OF PHILOSOPHY .

- S
. DE@ARTMENT OF EDUCATIONAL ADMINISTRATION

<

.

EDMONTON, ALBERTA

FALL, 1978 S

)



LS

THE UNIVERSITY OF ALBERTA | ’

FACULTY OF GRADUATE STUDIES AND -RESEARCH

- 7N

The undersigned certify that tfiey hgve read, and recommend
to tﬁe Flécﬁlt}'l of Graduate S}:udies ahd Research, for acceptance,/ a
thesis gntitleq‘INSTITUTIbNAL RENEWAL IN DEGREE-GRANTINé UNITS OF
HOMEI ECONQMICS IN CANADA, spbmitted by ENIZABETH MARiE_ CROWN in
p.afti\al fulfillment of the requiremefts fqr the degree of Doctor

of Philosophy in 'Educational Administratign.

External Exami3? ¥

Date . 00@2’“’ é . 1978 . . o w



. ’ B B . to
Peter and Warren
withoutvwhose%suppprt and understanding

this work would not have been pdssibie:

y.

Dedicated * ‘ )

i



N e R LI B TR «"I;@A;.p“.‘, o VAT 0, WP T T

ABSTRACT . ’

v

L]
The purpose of this research was- to study

’ : -4
degree-grantijng units of home economics. ,

problems : - o
, » A | .
1. wWhat are the extent and nature of recent changes within degree-granting
units of home economics in Canada? : '

[~
A

2. What are the characteristics of change-oriented units of home economics?

"

3. What are the determinants of responsiveness to a‘change'gogl?

4. What are the determinants of the cffectiveness of a goal-specific

]

renewal strategy? : . ' . .

\ The conceptual framework for the study was based on the renewal . g

model devwprloped by'Small et ali (1976) following the work of Martorana and '

*

Kuhns (1975). The following propositions were agdvanced:
1. Response to a change QOél pbears a curvilinear relationship to goal
hiatus; i.e., as goal hiathsAincreases from small to large, response

changes from reluctance to a maximum commitment, after which it

-
-

reverses toward reluctance.

2. The greater the goal intensity the greater the commitment to’the

4

change goal.

3. Effectiveness of a renewal strategy will be hi

gh when commitment to
» , . .

the change.goal, force field support and action potential of the
strateqgy used are all high and positive.
The study consistéd of two parts, a sur&ey of all 15 Canadian

o

degree-granting home economics units, and a case study of the renewal
; ; ;

(brocess,in one unit. The'pprpose of the survey was two-fold: to provide
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data for the selecgion of a unit for in-depth study and to provide data

relevant to the first two problems. o [
. . 4 .

Questionnaires were mailed to the top a#ministrator and a sample
of faculty members from each unit. Respondéhts were asked to describe

changes in spécific aspects of their unit as well as significant major

dévelopménts whiﬁh had occurred between June, 1973 and June,.i 77.
Reported changes in various aspects of- the unit§ were numerous,

and manyﬁwere coﬁsidered extensive., The most‘pervésive ag@ extensive

changes have occurred in the Qndergraduate prograns. Vnany of the newly

developed programs reflect a movement toward an operaﬁionalization of the

Py

mission and focus stag!ments found in recent home economics literature.

Other changes considered to be related to the program changes were those

in leadership, in gqualifications of staff, and in the employment oppor-
a A _

tunities for graduates.'

The extent of chénge in a unit was significantly related to both
size of unit.ana size of univé;sity. No one contextual or structural
)factor affected all tfbes of ;hange, however.

A summﬁry of survey data was givern to a three-member panel for
the éurpose of selecting a unit for in-depth study. The criteria uSed
for selection were prespecified by the researcher. Data for the case
study were obtained during two on-site visits. *All"fuli—time faculty
mémbers who had been o; staff for two years were interviewed and completed

a leadég behavior questionnaire and an organizational adaptabilify
instrumént. , N -

{ “
The data related to goal -hiatus, goal intensity and response to -

.

change goals lend some support to the first two propositions outlined above.
Y . .

P

vi ..
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Similarly, the data related to response to Ehange_goals, force field,
action §otential of the strategy used and effectiveness of renewal are '

) 4 )
supportive of the third proposition. Thus, the study of the reqewa} '

process in one home economics unit has given.credence to the concept of

-

. P ; . . .
renewal and the propositions which comprise the conceptual framework

. N ) L
for this research: .

vii



/ . ACKNOWLEDGMENT

. The author expresses sincere gratitude to Dr. James Small, thesis
supervisor, for his guidance and encouragement throughout the study.
Special thanks are also directed to Dr. Ann Harvey, Dr. E.J. Ingram, &r.

L,

A.G. Konrad and Dr. E.A. Holdaway.for their valuable éomments and
suggestions. |

Appreciation is'expressed:to the home economics units which
Partisipatéd‘in this research, with spggial thanks to the unnamed unitx

which pérticipatgd in the case study. The cooperation of the Director
and faculty members involyed is sincerely appreciated. The author's

colleagues in the Faculty of Home Economics, University of Alberta,

also deserve special thanks for their support.

viii

& Lt



TABLE OF CONTENTS

.

CHAPTER
I INTRODUCTION .
"STATEMENT OF THE PROBLEM . . . . . -

Definjitions . . . . . . . . . . . . . .
DELIMITATIONS AND LIMITATIONS OF THE STUDY
SIGNIFICANCE OF THE STUDY . . . . . . . .
OVERVIEW OF THE REPORT . ; e e e e e e

11 REVIEW OF RELATED LITERATURE . . . . .

THEMATIC DEVELOPMENTS IN HOME ECONOMICS .

Definition and Focus . . . . . . . . . .
Developments in the United States
Developments in Canada . . . . . . . . .

INSTITUTIONAL DEVELOPMENTS . . . .

Pennsylvania State University . . . . .

Cornell University . . . . . . . . . . .
Michigan State University . . . . . . .
University of Guelph . . .. . . . . . .
. ¥
/

INSTITUTIONAL RENEWAL IN HIGHER EDUCATION

The Concept of Institutional Renewal
~Planned Change . . . . . .« . .+ « « « « .

Leadership . . « « « « « « o « o« o « .
EVALUATION OF EFFECTIVENESS . . . .
SUMMARY "o . . ¢ ¢ v o' v 4 o o v e e e .

_III  RESEARCH DESIGN . . . . . . . . . . .
CONCEPTUAL FRAMEWORK . . . . . . . . . .
SURVEY ‘OF UNITS . . . . . . . . . . . .

- Sample . . . . . . . . . . . . .

ix

10
13

14

14
15

T 16

17
18
18
24
35
39
44
46
46

48

48



>

CHAPTER

CA

v SURVEY OF UNITS

\Y CASE

‘Actlon Potential of Renewal Strategy
Force Field

Data Collection . . . . . . . . .
Data Analysis . . . . . . . . ..

SE STUDY .

Selection of a Unit . . . . . . .

Data Collection . .

Data Analysis . . . . . . . . ..

Inputs

Conversion Process . . . . . . . .

Outputs .

Statistical Analyses e e

STUDY

Description of the Unit .
Introduction to the Case .
Description of Interviewees . . .

Goal Hiatus,

to Change Goals . ¢ . . . . . .

. . . . = . -

Effectiveness of Renewal ..

Summary. . .

vI I?TERPRETATION OF RESULTS . . . . .

VII - SUMMARY,

SU

o

CO

Extent and Nature of Changes .. .

Goal Hiatus, Goal Intensity and Response

to Change Goals . . . . . . .
Effectpveness of Renewal Strategy

p

NCLUSICONS

MMARY

IMPLICATIONS

BIBLIOGRAPHY

CO&CLUSIONS AND IMPLICATIONS

Implications for Administrators,
Implications for Further Research

EY

Goal Intensity and Response

PAGE

50
52

© 62

65
70
80
85

88

88
88
90

91
93
95

100

107

110

110

112
113

117
117
121
123

123
124

125



L

CHAPTER PAGE
APPENDIX I: DEGREE-GRANTING HOME ECONOMICS UNITS IN
CANADA . . v b v vt e e e e e e e 131
APPENDIX IL: A SURVEY OF POST-SECONDARY UNITS OF HOME
‘ ECONOMICS IN CANADA . . . . . . . . « « . . . . . 133

APPENDIX III: INSTRUCTIONS TO PARTICIPANTS IN QUESTIONNAIRE

PRE-TEST . . . « « v ¢ + ¢ v o v v o v e w v v 152
APPENDIX IV: COVERING LETTER TO SENIOR ADMINISTRATORS . . . . . 154
APPENDIX V: COVERING LETTER TO FACULTY MEMBERS . . . . . . . . 156
APPENDIX VI: INSTRUCTIONS TO PANEL MEMBERS FOR SELECTION OF

UNIT FOR IN-DEPTH STUDY . . . . . . . . . . . . . 158
APPENDIX VII: INTERVIEW GUIDE . . . . . . « « « <« v v v v « o o . 160
APPENDIX VIII: LEADER BEHAVIOR QUESTIONNAIBE e e e e e e e e e e . 173
APPENDIX IX: ORGANIZATIONAL ADAPTABILITY INSTRUMENT . . . . . . 175
APPENDIX X: EXCERPTS FROM A DOCUMENT ENTITLED "3HE REVISION

OF THE FAMILY SCIENCE CURRICULLWFIN THE

SCHOOL OF HOME ECONOMICS" . . . . . . « . . . . . 177

5
<

X1



4

10

11

12

13

14

15

16

17

18

19

20

21

L1sT OF 'l‘/\“l.}".};

Data Requircments and Sources

Summary of Stat&stiwdl Data Analysegs

summary of Survey Respondents

Description of Units

Extent and Nature of Changes

Chdnch in Goals or Mission June, 1973 to June, L1977
Changes in Leadership June, 1973 to June, 1977
Changes in Academic Staff June, 1973 to June, 1977
Humber of Students 1973/74 to 1976/77

Changes in Student Backgrounds June, 1973 to June, 1977
Changes in Facilities June, 19%3 to June, 1977
Changes 1in Research Input June, 1973 to June, 1977
Nature of Undergraduate Program Changes

Changes in Graduate Programs June, 1973 to June, 1977

Changes in Instructional Processes June, 1973 to

June, 1977 . .
-

Cnanges in Service to Cqmmunity June, 1973 to June, 1977
Number of Graduates 1973/74 to 1976/77 . . . .

Changes in Graduate Employment June, 1973 to June, 1977
Relationships Between Exten£ énd'Nathe of Change and

structural and Contextual Factors: Summary of
Findings . . . . . . . Wt o el

Goal Hiatus, Goal Intensity and Response

Séope, Focus and Term of Renewal Strategy

xil

€3

!A\ 4

bary

w7

o8

69

71

72
73
“74&
77

79

31




TABLE
22
23

24

Force%Field Affecting Renewal Strategy .

Leader Behavior Scores . . . . . -

\r

S

xiil

D

]

I . - g N
Organizational Adaptability and Overall Effectiveness . .

PAGE
96
97

108




FIGURE

2

3

LIST OF FIGURES

-

A Linear Representation of a Post-Secondary
Institytion . . .

The Th{ée Dimensions of a Renewal Strategy .

The Ihterplay of Force Field, Response and Strategy

Xiv

PAGE

21

23



. CHAPTER I. K,
- " INTRODUCTION

The past 'decade may be viewed as a particularly important one
for higher education. Several internal and external'pressures creating

defMands for change can be identified. For example, Martorana and Kuhns

{1975:2-6) suggested the followidw-%ist of factors creating demands for

change: rising expectations, public disenchantment, pressure for
accountability, competition for students and dollars, a different student
body, student insistende on flexibility, cgkcern for affective learning

values,»developmgnts in tgcﬁﬁblog;, fedéral progr?ms and the shift to
a buyer's market. These deménds for change, and reacgions to them, have
been numerous in the recent hiétdry of post-secondary home .economics
education.

Major changes in several post-secondary home economics uni%
began in the late 1960's. In 1965, the Department of Home Economics
within the School of Agriculture at West Virginia Univefsity{became the

~

Division of Family Resources within a new College of Education and

"Human Resources. In 1967-68, the College of Home Economics at Penns?lvania
State University was absorbed as part of a new broader unit*balled;the
College of Human Development. At Cornell University and Michigan State
University the Colléges of Home Economics coméletely revised their

programs and became Colleges of Human Ecology in 1969 and 1970 respectively.

In Canada, the three largest home economics units had made major revisions

by 1970. The most extensive revision was that by Macdonald Institute,



University of Guelph, which became the College of Family and Consumer

1
M

" studies in 1969.

Each of the majorvghanges meq;iched above was based on extensive’

_/
o

and ¢areful;élamning; In the” ensuing years, other units in both the

United States ané Canadé have followed suit and adopted versions of the
humaﬁ ecology, family‘studies or con;umer studies approacheé. Although
some of these fdllowers‘also may haye based their changes on careful
diagnéses and plans, others may haQé Sigply changed for the sake of chande.

Actual changes may range from merely a change if name to an entire change

in focus.
Morley (1973:220) has concluded:

In 1960 home economics in Canada was well ilatinched -into a turbulent
period.. . . . The demand for change was ubiguitous and changes
did indeed occur in every area of the profess1on during the period
between 1960 and 1970. The profe551onal preparation for careers

in home economics as,.provided in the Schools of Home Economics

at the various universities also underwent change. 1In all cases,
they were changes without a true appreciation of the real meaning
of home economics as defined by its founders, since even at the
very end of the decade little attention was given to the study ‘of
the relationship of man as a 5001al being with' his immediate
physical environment. They were also changes without a clear
perception of what were the most approprlate goals fbr home economics
for 1970, 1980 and the year 2000.

. : .
The idea that some units may have adopted changes without careful
planning is consistent with comments by Martorana and Kuhns (1975:6) :

The tide of innovation sweeping over colleges and universities 1is
characterized by more action than by evaluation of action in light
of goals. The pressure and the temptation to try new practices is
almost universal; yet persons responsible for leadership, direction,
and improvement of the effectiveness of higher education frequently
lack the analytlcal evidence and well/developed thedretical concepts
which help assure that institutional changes accomplish institutional
goals. 3

The lack of ”aﬁalYtical evidence. and well-developed theoretical

concepts" regarding change in post-secondafy institutions ts indeed



problematic. Martorana and Kuhns (1975) have attempted to partly

rectify this condition by developing an interactivefforces of change

theory, which is based'on theory of planned change and an qnaly§is dfn
specific ekamples of innovations in higher education. Likewise Small

et al. (1976) have developed a model for renewal based on systems theory

and an analysis of renewal strategies. For the latter model, institﬁ—

.

tional renewal was defined as:

. . a process whereby an institution ascertains its current '
condition, identifies the discrepancy between what is and what
ought to be, and directs its activities toward the achievement
ofrgdts desired future state (Small et al., 1976:2).

Small Zt al. (1976:5) suggesteé further that "In essencé . . . institu-

tional renewal is a planned, continuous process of adaptation and

. ~

improvement."

. Agcording to Porter et al. (1975:480) an especially critical

. -, -7 . -
component is the generation of a process of change which can become

self-perpetuating:

So long as organizations remain dependent upon interventions .
introduced from outside their boundaries for dealing with problems
or guiding internal development, they will remain incapable . . .

of genuine self-renewal. And unless o}ganizations become

capable of self-renewal, they will continue to merely react to
conditions in the external -environment rather than anticipate and
cope effectively with them. ’

v’.‘
'STATEMENT OF THE PROBLEM

Y
‘

The overall purpose of the research was té“%tudy institutional

LA

s
renewal in degree-granting units of home economics in-Canada. . Since
very little systematic research has been copducted in the area of

renewal in post-secondary organizations in general, and especially in

the field of home economics, most of the study was exploratofy in nature.

-



Spécifically, the study addressed the following problems:
1. What are thé extent and nature of recent changes within degree-

granting units (colleges, faculties, schools, departments) of home

economics in Canada?
2. What are the charaéteristics‘of chaﬁge-oriented,uniﬁs‘of home '
. 'econowics? Specifically, what are the feiqtionships between'extegt
éyd&nature bf‘changeqand the foiiowing: .
\(a) perceived instiﬁutional vitality indeg# and
(b) each of the‘following con;extual and_structu;?lvfactors:
i. sizevof unit (number of students)
ii. :sizé of univérsity:

iii. organizational complexity of unit

iv. level of organizational autonomy (college/faculty/
schooi/@epértment) .
o ‘ - | ;ﬁ
V.- age and history of unit - X :
vi. -éxiﬁteﬁcé‘of'graduate programs? @

/

3. What are the_déterminants of responsiveness to a change goal? More

-

specifically, what relationships: exist between response {commitment/

. o IR ¢
reluctance) to perceived change goals and the following:

. 2 ~

Y {a) goal hiatus .
) ‘ ‘

(b) goal intensity ‘

(c) other variables which may emerge during interviews?

J

a

1 9 ) L . . . .
See definitions on following page. o

5 .
The term "goal hiatus" was used by Martorana and Kuhns (1975:178)

with reference to institutional goals. It is used here with reference to
any change goal. .



-~ S

4. What are the determlnants of the effectiveness of a geal- specific
renewal strategy? More specifically, what relatlonshlps exist
between the effectiveness of a goal-specific renewal strategy and:

(a) response (commltment/reluctance) to percelved change qoals

(b). the actlon potentlal of the strategy in terms ‘of its scope,

focus and term

)

{c) the force field——traaitions, policies, resources, leadgr

. . ,
behavior, administrative support, - and other . force field elements? .

°

Definitions

Home Economics Unit: for the purpose of this study the term home’
v . : ‘ .
economics unit means a degree-granting college, faculty, school or

department whose graduates may be prepared for careers as professional

i

home economists, except for those units which offer® only the B.Ed.

with a major in home economics. . The term is not limited to those

units with “home economics” in their names.

L
i

) ,
~—- Responsefgto a change goal):® is an individual's reaction to the change
357 o .

goal in terms of a commitment/reluctance continuum.

S

Goal hiatus: 1is the perceived gap between the present and desired
situation with respect to any aspect of the organization. it
represents the extent of change needed to attain a desired condition.

Goal intensity: is ‘the importance and/or ﬁrgency attached to ﬁhe

specific change by each member of the institution.

o

3 . - . .
See Chapter II for a discussion of the derivation and usage of
many of the terms defined here. '



R .
Renewal strategy: is a design or plan .which specifies the focus, scope
and term of the undertaking and the desired outcomes. A strategy

may indicate certain specific action tactics which will contribute

s ¢

to the ends of renewal.

Effectiveness of a renewal strategy: is the degree of achievement of

14

the perceived change goals, as well as the perceived effectiveness

of the change process. S
Action potential: 1is a quality within any given strategy which promotes

initial action. The nature of some strategies makes them easy to,

-]
.

introduce, and these woula be said to have high action poténtial.
(Operaiionally determineé as a, function of focus, scope and term.)

Focus of a renewal strategy: is the‘component or components of the
educational system (inputs, conversion) éutputs) which are Ehe
objects of concern. A holistic strategy is one. which incluaes'all
thfee compdnents.

Scope of a renewal sﬁrategy: specifies operational parts of the institu-—
tion which are the objects ofg renewal. The scope may be limited to

a’ sub-unit of the institution or include the total institution.

Scope may be specified programatically, administratively or geo-
: o

grabhically. )

Termiof a renewal strategy: 1is the length of time refR@ired to develép
and implement the stratégy.

Force field: is the set of interacting institutional and psychological
férCes (incentives and disincentived) which are operational at any
particular time‘and which affect a decision to take of avoid action.

'Positive and negative factors can be summed to give an overall

.

measure of force field.i



DELIMITATIONS AND LIMITATIONS .
OF THE STUDY ©

Thé study consisted of two parts; a survey of all ané&ian
degree-granting home economics units, and a case study of the renewal
" process in one unit. The units surveyed comprised the entire Canadian
population of'postfégcondary units offering undergraduate degrees. leading
specifically to a professional\gareet'in home economics. The résultg
pertaining to the extent #nd nature bf change are therefore descriptive‘

of the whole population but only apply to the four-year period studied.
N . .

" The case study was delinited to one home economics unit. Since this

unit ‘was selected according to criteria other than random sampling, the

. <P

interpretat;on of results isv;imited to the unit selected and is Sbt
Highly generalizable. . .

Both the survey and the case study are limited by the methodology
in that mapy:of the findings are based on stimulated recail..fThe‘
limitations and delimitations are both afféctgd by the conceptual'frameT
work which had not previously béen empirically tested. However, the
egploratory'approadh of‘the case study h;; helped to minimize this

limitation in that many of the questions were open—endéd and answers

were therefore not limited sto pre—cohcéived concepts. .

SIGNIFICANCE OF THE STUDY
Both the interactive fo;ce7 theory and the renewal model referred
’ S @ -
to above and described in Chapt&r II have been developed specifically

1}

for poét—secondqry'institutions. In the present study the basic concepts
4 ¢ >

of both were applied to an analysis of major changes in selected home

> I



I

economics units in Canada. By testing propositions derived from the
k]

fwo approaches, the study contributes to the development of the theory
of renewal iﬁ post—second;ry education. Although the generalizability
of the results is limi;eq‘by the‘research‘désign, propésiﬁions have been
developed that can be tes&ed fﬁrther in future research. In additién,
the results have practicai implic%tions for thqse ingt;tupioﬁs engaged
in renewal in the future. Sucﬁ.implicationg are espec151ly appropfia;e
to home economics education at the post—secondafy level éna shou;d
therefore contribute to improved practice”with respect to the planning

’

of major changes within such institutions.

a

OVERVIEW OF THE THESIS -

" In this section, an outline of the chapters which follow is
presented. In"Chapter II literature related to the area of étuay is
reviewed. In Chapter III, a conceptual Framework is presented and the
research design ié‘oﬁtlinedu

The research findings are described in two chapters. In Chapter

v

IV, the results from the survey of units are outlined in getail, while
AN

the results of the case study are outlined in Chapter V. The findings
are interpreteé in terms of the problem statements and conceptual frame‘
work in Chapter VI. In the final chapter, the study is summafized,
conclusions are drawn and impl@cations for administrators and for further

research are discussed.
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_ CHAPTER II /

REVIEW OF RELATED LITERATURE N
\\’5

" Since institutional renewal is an on-going process consistent with

. Y .
“7\the concept of planned Ehange, the theory of planned chagge should provide

—

a base for the consideration of renewal processes. Of'special ihteresp
‘ are the human faétors involved, because the planned change pré%ess is
predicate@ ﬁpén the involvemen£ of people and effective leadership in
di;ectinq their efforts toward desired future states. Another coqgérn
addressed in tgis section is ﬁhat of organizational effectiveness, because
the rational? for.institutional renewal is EEEN?Hsigiiii—f?r the organiza-
tion becoming more effective and better directed in what it does or plans
to do. Before turning to these coﬁgerns, however, receng developments in

the field of home economics are reviewed, and the concept of institutional

" renewal in hicher education is explained.
THEMATICCPEVELOPMENTS IN HOME ECONOMICS

Definition and Focus

The founders of the Home Economics profession defined the field thus:

Home Economics in its most comprehensive sense is the study of the
laws, conditions, principles, and ideals which are concerned on the
one hand with man's immediate physical envirqQnment and on the other
hand, with his nature as a social being, and is the study especially
of the relation between these two factors (Lake Placid Conference of
Home Economics, 1902; cited in Schlater, 1970:76). )

. The most recent Statement of Purpose developed by the American Home
Economics Association (Bivens et al., 1975:26) fits well the above defini-

tion:



The focus Jf home economics is family in its various forms. Family
is defined as a unit of intimate, transacting, and interdependent
persons who share some values and gbals, resources, responsibility
for decisioms and have commitment to one another over time . . . .

The core of HOME ECONOMICS is the family ec ystem. It is the
study of the reciprocal relations of family to itgemmatural and man-
made environments, the effect of these singly or in uh@son as they
shape the internal functioning of families, and the interplays
between the family and other social institutions and the: physical
environment.

Thus, although the focus may have 9hanged from one period to

another, the basic definition and mission of home economics have remained

‘relatively stable since their inception at the Lake Placid Conference.

-

Developments in the United States

According to Weis et al. (1974), several factors have contributed
to changes in home economics’unitS‘bé colleges or universities. These
factors. include increased college enrollments, changing curricula, revised

*
job demands, and special funding. McGrath (1968) examined universg;y home

_economics programs to determine whether these programs needed redefinition

and redirection, since those in the .field shared a concern that the con-
' 5 s

tent and philosophy of home economics had not adequately adjusted to

population shifts from rural to urban environments, to the rapid tempo of

o

change in our own society, and to the expanded American role in inter-

national life. McGrath (1968:68) concluded that: ,

two needs are clear: Home Economics research must be expanded
beyond its primary orientation to foods and nutrition and beyond its
limited financial base in the agricultural experiment stations.
‘And second, home economics teaching and research must be increasingly
integrated on ‘either an informal or a formal basis with related fields
and the basic disciplines that underlie them. '

McGrath (1968:91) further concluded that the non-specialized major should
be strengthened& at the undergraduate level, while Master's programs should

stress professional specialization.

10



Weis et al. (1974) surveyed all four-year degree granting home

economics units in the United States to determine the extent of unit name

or structura} changes during the decade 1962-1972, the reasons or forces

causing the changes and the results of such changes on specified factors.
S :

A summary of their findings, paraphrased from the original, follows:

1.

Although.name changes have been thought to be widespread practice,

very few units have changed their name from home economics--only 22 of
the 214 units that replied had done so. Another 30 indicated tiWat a
name chanée was' being conSidered. The few name changes that have been
made hé&e been made primarily by the gmallest and the largest units.
While human ecology, human Qevelopment, and names incorporating "human"
and "family" were most popular among those unitsbthat had changed names
there appeared to be no pattern Oxr consensus of designation. The

most commonly cited'reasoné for entertaining a name change were admin-
istrator's attitudes, attitudes of faculty and students in the field,

- <

identity problems, the desire to maintain or improve visibility, the

_desire to strengthen the field, and identification of a conceptual

L ]
framework.

About 40 percent of the units responding had made structural changes:
Although many of these changes were responseé to increased enrollments,
the reasons cited above for changing name were also the most common
factors creating pressure for structural changes.

The home ecbnomics situation on most campdées had dramatically improved
in the decade studied. iRespondents cited improvement in image, status,
administrative support, attitudes of students and faculty, numbers of
faculty, fadulty‘involvement in policy making bodies of colleges and

universities, enrollment of students, interest among the undergraduates,

11
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pe
and variety of job opportunities: for graduates. The only improvement
cited more frequently by units that had changed thelr names was
inureasea enrollment of men.

Harper (1975) showed that while the increase in home economics
undergraduate enrollment and degrees granted for the past ten years 1n
Fhe United States had been substantially greater than for all disciplines
in higher education, the increase at the graduate level had been less than
for all disciplines. As measured by degrees granted, program growth,
although increasing steadily, had occurred at & much slower pace at the
graduate level than in undergraduate home economics units. Montgomery
(1975) suggested that the low number of doctoral degrees granted is reléte&
to the lack of research activity on the part of home economics féculty
members. Among the reasons proposed for‘th;s lack were little financial
support, lack of encouragement by academic leaders, expectations of graduate
students and the applied nature of the field.

Harper (1975) found that the number of degrees granted in home
economics gducation in the United States had decreased sharply since
1968-69. 1In a later report Harper (1976) showed that this trend continued.
The area of study in which enrollments and degrees granted are increasing
at the most rapid rate is that of child development and family relations,
followed by foods and nutrition, and clothing and téxtiles. Althoth in
recent yearsrthefe has been a slight increase;in the percentage of degrees
awarded to men in home economics, female students are still predominant
in the field, even at the doctoral level where 84.4 percent of the degrees

awarded in 1972-73 were to women ¢Harper, 1975).
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Developments in Canada v ) e .

Morley (1973) studied séhools of home economics in Canada during
the decade 1960-1970. She found evideﬁce that the mission of home.economic§
had both changed and expanded.' Enrollment patterns in schools of home
economics increaéed sharply during the decade, except ip Quebec where
énrollment decreased. Graduate enrollment increééid from eléht to 131 -
students duting the same period. Howevér‘enrollment increases in home
economics were less than the incréases in the total enrollment of wom;n at
the same universities.‘

. ¢

Morley (19%3:81—83) feported that when 15 directors of home economics
were asked/to describe the special strengthé of home economics programs,
they all answered "the nutition &rs," and gave crec_ij:t to supporting
gourSes in the biclogical and physical sciences. However, 12 of the 15
director; had advanced degrees in nuﬁrition and excellént background in
the biologicai and physical sciences. Although spme‘schools'offered other
majors, these were specializations of more recent vintage and were seen to
be still in the process of being developed. Morley (1973:84-85) added:

:

Rigidity of programs, in some cases, permitted little time for the
social sciences or for practicums in the community [but! . . . there
was a trend toward more flexible programs at the end of the decade.

Morley (1973:220) concluded that the changes in undergraduate preparation

of home economists that occurred from 1960 to 1970 were, in all cases,

"changes without a true appreciation of the real meaning of home economics.”
Recommendations developing from Morley's study included the
"following: (i) that home economics university programs become closely

related to e original definjtion of home economics as defined by its

foundersj/(ii) that proérams be rich in the. social sciences; and (1i11i) that
P .

the éé%munity be the major laboratory for experimentation, observation
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and practice in the service to families (Morley. 1973:220-229). -

INSTITUTIONAL DEVELOPMENTS

, . v
In this section, developments in four major home-economics units

are described. These developments are considered to be the forerunners of

3

many of the changes being made in other home, economics units. ¢
f \

«

Pennsylvania State University

t

In 1960, the president of Penﬁsylvania State Un%versity appointed a
committee to make recommendations apout what that universig;\should be like.
in 1980, and admonished the committee to be imaginétive about proposing‘
chahges in the organizational structu;es. The committee identif%ﬁd "a new
thrust likely to be critical in guiding the develppment of a major univer-'
sity-—the Hﬁman Development Thrust" (Vallancg, 1976:93) .

The committee referred to above had no representative from home
economics. However, during the same period, the Géilege of Home Economics
was undergoing a self-study and curriculum chanée and was making recommenda-
tions for a name change. When the 1980° committee report was released in
1963, university-wide discussions began to define and implement the human
development thrust advocated in éhe report. The leadership in the College
of Home Economics "was guick to see in this prospect the potential for
“ realizing many of their own ambitions for increasing social relevance"
(Vallance, 1976:96). In July, 1966, the name of the College was changed
offibially to the College of Human Development; and in 1967 an e;sentially
new college was established by adding a Department of Nursing and a Centre
fqr Law Enforcement and Corrections, and removing the Department of Home

Economics Education. By the end of 1967-1968, the old departments had been



dissolved and the faculty reorganized into four problem-oriented broadly-
pased divisions. Vallance (1976:99) concluded:

The academic year that began in the fall of 1968 was marked by
continued adaptation within the new college . . . . the

. emergence of the college of Human Development and its growth

_ . was accomplished with goodwill and cooperation in most ;
_quarters of the university. ' ‘ \

i

Cornell University

;

At Cornell, the evolution of the College of Home Ecpnomics into
§ .
the College of Human Ecology began offioially in 1965 when the preside\t

appointed a committee to study the college and make recommendations./

/

However, Vallance (1976:84) listed several internal forces which had
generated and influenced this committee and ¢oncluded that:

- .. conditions had developed over a number of years which
generated a considerable readiness for opange. The readiness

was neither equally distributed across the college faculty, nor
was there unanimity on the directions whit¢h changes should take.

¢
The report of the president's committee in#luded a series of

recommendations regarding program and structgreﬁ~each supported by a
. .
clearly stated rationale. Given these recommendiations, the faculty

.
.

eséablished an ofqanizatioﬁ committee and began an extensive self-study,
,aimgd at bringing about a significant JL%nge-in ohe focus, organization
’ ' . .

and program of the college. Following sobmission of this committee's
report, a small ad hoc group including a new dean formed a plan for the
college which orovided for college governance, a system for administration
and department organization. The plan was presented.towthe faculty in
February, 1969.

According to a case study of the‘changes at Cornell (The Technique

' .
of Change . . ., 1973) the two committee reports met with ggfatXCOntrd—

¢

versy and unsubstantiated rumors, but on the whole won the support of
3

15



most of the faculty. Only a few left the college dﬁring the years-of
self-examinat;on aqg reorganization. However, there‘wés a feeling that
the‘depértments not representedion the committeeé aid not fare well.

"It was never understood-. . . that the study committees were not meant:

v

to represent depaftmental faculty but to evaluate the structure of the

°

entire curriculum" (The Technique of Change . . ., 1973:63) .

"Michigan State University

-~ ..

In the fall of 1966, the faculty endorsed a comprehensive self-

study of the role and future direction of home economics at M.S.U. At
v B SN + \
the requeste.of the faculty, the dean appointed a ten-member committee

to carry out 'such a study. This committee began meeting in January, '
1967 and presented a final report in January, 1968 concluding that "the

meaning of home economics today has much in common with the definition

2]

agreed upon in 1902 by the founders" (Lee, Hart and Mentzer, 1972:37).

The committee pointed out that for many years home economics

o

“had been concerned with man and hig“near pnvironment-—food, clothing

and shelter-—but these elements, which make up the near .environment,

and the human beings had been viewed pretty much in isolation. The

. . |

recommendation of the committee was that the focus in the future should;
. . ‘ [‘

be not only on the entities themselves but on the interaction between

-

them.

The committee recommends that at Michigan State University the
focus of home cconomics shall be on the interaction of human
beings with their near environment, emphasizing indepth study of
the reciprocad effects that take place physically, socially and
esthetically (Report of the Committee . . ., 1968:14).

A completely Revised curriculum model based on an ecological

approach was approved by the faculty and by the university in 1969, and

g
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beyame effective in the féll of 1970. Recommended changes in the orgahizaQ
tional structure.which would better reflect the new programs became v
effective .in July, 1970. These included changing the name of the college
to Human Ecology, and organizing the faculty into four departments.

One department--Family Ecology--was to provide an integrating thrust and

v
. : [
to be responsible for core courses. f

University of Guelph
In 1966, a review of the academic program in Home Econoﬁi;s was
initiated with the ultimate objective of outlining guidelines for future

development. A special faculty committee was appointad, and an academic

brief prepared and presented to the Board in June, 1968. In 1969, after

Pr.
y v

rther study, the College of Family and Consumer Studies came

into bedng with totally new academic programs and a new ofganizational

{

structufeJ(Wardlaw, 1977). Wardlaw (1977:58) gave much credit to the
first president of the new university: £

The first president of the University of Guélph recognized the
importance of the ‘program in Macdonald Institute and its potential
for the future. He recognized the need to review the goals and
direction of the college and for this reason made a real commit-
ment to the study of the program . . . and to the encouragement

of its development as a very viable part of the new university

. .. . This kind of obvious commitment is recognized as essential
in bringing about major change 'in an established organization.

o

According to Wardlaw (1977:58), the program incorporated new

areas of study ". . . because we could see needs within society." Since
the curriculum that was developed seemed to cluster around two areas, '

the organizational structure that was developed imncluded only two

N e

®
departments--Family Studies and Consumer Studies.

According to the Academic Brief (1968:35) the focus and the new

name of the college was essentially derived from "an adaptation of the
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original definition of home economics aé set forth in 1902." However,

as the college has developed, its members have taken the stance that it R

is no longer really a college of home economics.

N4 .
¥

We hévé.not developed a pfogram which can be said to relate to

one professional area of study such as Home Economics, . . . but
to a wide range of career opportunities which have in common a

. N J . . - .
focus on the needs of families and consumers . . . -

Some of our students will, after graduation, have a primary
affilitation with Homé Economics and may define themselves as '
‘home economists in relation to their professional responsibilities.
But many of our graduates will not consider themselves to be
graduates of a college of home economics (Wardlaw, 1977:57, 60).

. After describing major changes in three home economics units
Val}%ﬁce‘(l976élé§5 remarkéd that he waskimpressed with "the complexity
ofvinhovative pybcesses within eséabliéhed institutions" and with "the
ingenuity ané continuity of effort to éevelop ne&.academic’forms" relevanﬁ
to the chang}ng problemsvof the time. The developments reviewed above

lend support to Vallance's observations.
v N
INSTITUTIONAL RENEWAL‘IN HIGHER EDUCATION

-

.The~following comment by Wa:dlaw-(l977:58) is worth considering.
I'then wonder if we will reach ;Lstate where we are continually
responding to new and changing néeds, or whether we will continue
with situations which lead to a rather major change whiir, while
it can be exciting and rewarding, can also be difficult /and at
times traumatic.

ing about the process of renewal, the

review. . \\‘

Wardlaw was essentially i

subject of this section of thg

The Concept of Institutiopa
Renewal

Berquist and Sh&emake (1976:1) suggested that two related yet

seemingly irreconcilable forces are confronting the higher education
\ .

r



community in the late 1970's: accelerated social change necessitating
~a farssighted process of planned change, on the one hand, and on the
other diminishing financial resources requiring that planned chahge

occur under conditions of limited growth or even retrenchment. Small

et al. (1976:1) concurred that the challenge of achieving the goal of
quality educational service in a rapidly chaﬁging environment is becoming
more and more difficult, and suggested that,post—secéndary institutions
have therefore been looking for ways of improving their effectiveness
and have'begun to turn their attention to institutional renewal.

The following reasons for institutions engaging in renewal
activities were given by Small et al. (1976:3):

The institution may.wish'to be more effective in the delivery of
needed, high guality educational services. The institution may
want a planned approach to organizational development and improve-—
ment in order to avoid the risk of stagnating or moving in too
many directions at the same time. The institution may want to
identify ways of maximizing the effect of its most productive
aspects in meeting‘future goals. 1In short, the rationale for
institutional renewal is the rationale for the organization
becoming more effective and better directed in what it does or
plans to do.

Berquist and Shoemaker (1976:2) noted that many institutional
planning efforts fail in the long run or produce unwanted side effects
because they consist of short-sighted piecemeal responses to complex
social problems. . This "disjointed incrementalism" can itself reduce
the adaptive capacity of an institution to respond to future crises.

According to Small (1976:10) the cyclical process of renewal
involves (1) developing awareness of a. need for change, (2) taking stock
of current conditions, (3) imaging the désired future state, (4) developing

and implementing action tactics for, bringing about desired chaﬁges, and

{5) evaluating results of changes, or taking stock of the new current

19
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conditions and beginning the process over again. Similarly Berquist
and Shoemaker (1976:3) identified six elements of institutionfal develop-
ment: (;) assessing the current, past and future states of the institu-

tion and its environment, (2) clarifying institutional mission and goals}

.

(3) developing an analytic and projective model of the institution,

(4) Qesigninqband testing strategies for institutional stabilization or : )

change; (5) implementing strategies, and (6) monitoring the effects and

.

possible rédesigh of the analytic model and the implemgnted activities.

Thus the process 1is seen as cirecular, and is never outgrown, but rather

N

is constantly re-experienced and refined. E
The model for renewal developed by Small et al. (1976) is based

on a systems view of post-secondary institutions- (Figure 1).
. . . post—secondary institutions are people-centred systems,
made up of internal subsystems, and inextricably a part of the
supra-system. Institutions are affected by factors both within

\\\ and without. . To remain effective and healthy, institutions ;
\NNE;;;/EevelOp mechanisms and processes whereby they cope with
theee influences (Small e¥ al., 1976:2)¢ N ’

Inputs to the system include. the environment (government,
community-region, special'interest groups), role and goals, nonhuman
| S . .

. >
resources, students and personnel. The conversion process includes the
. ) Sy

following elements: managerial sﬁb—qutem, support services, instructional

sub-~vstem, curriculum, and institutional environment. Outputs are -

relat .1 achievement: guantity and type of graduate, quality of

1

K]
-vices, and influence and impact on the environment.

oo ,azLié&gir focus and scope for renewal within a given institution

\

depempon its needs and circumstances at any given time. At one

extreme, fhe focus of attention might be restricted to one specific area
' & . .
. . . o =N C
of institutional activity. At the other extrerme, 76115t1c renewal
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Figure 1: A Linear Representation of a Post-Secaondary Institution
(from Small et al,, 1976:9)
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activities might focus on a total appraisal and possible redirection

of the institutign as a whole.
: 4

Ssmall (1976) proposed that a renewal strategy may be characterized

v

by its focus, scope and term. Thus, a three-dimensional model (Figure 2)
can be used to classify various strategies. In reality, each of these -
dimensions is likely to be continuous rather than discrete. Based on the

three-dimensional model and the concept of force field, Small (1976)
I

developed the following propositionsl:

3

1. The greater the scope of the renewal strategy the greater
the inertia potential. :

2. The broader the f6cus the greater the inertia potenﬁial.
3. The longer the term the greater the inertia pdtential.

4. The greater the inertia potential the greater the reluctance
of personnel to participate. '

5. Reluctance bears a curvilinear relationship to goal hiatus;
i.e., as goal'hiatus increases from small to large, reluctance
decreases to a minimum after which it increases.

6. The greéater the goal intensity the less the reluctance.

7. The greater the reluctance associated with any renewal

strategy, the greater the field-force support necessary for - .

a productive actioq outcome.

Thus, the importance of reéoqg%fjng and controlling the(envirén-
ment, and of selecting strategies in keeping with the environment, have
been strééséd. small (1976:5) suggested however that "a planned program

of field observations and/or developmental research would be necessary to

advance these propositions to the point of constituting a theory of réhe{él.“

1 e .

. “sSee pages 5-6 for definition of many of the terms used 1n these
propositions. Small used the term "inertia potential" to refer to like-
1ihood of inaction.. It is the opposite of the term "action potential"” as

used in this study.
N

A

A
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Planned Change

- ,
/ / Since institutional renewal is an on-going process consistent

4

%y%h the concept of planned change, the theory of planned change should

‘ Erovide‘a base for the consideration of renewal processes. According

Ll

to Small et al. (1976:14), "the process of planned change’ is the means

. rl . Lo ]
to renewal in educational or anizations." Since or anizations exist, 1n
&

a changing environment, a deliberate strdtegy for.planned change mgst be
undé?kaken if the institution iéwES cope.

Bennis et al. (1969:315) defined change as "an alteration of an
existing field of forces" and added that we have a choice in changéf
to control some forces and ﬁot othep;, and éo increase tension or to
decrease it. Planned change was further defined as "processes of deliberate
changiné which meet th¢ {following] criteria . . . the use of valid

had .

knowledge and t cultivation of collaborative relationships."

_Benni definition of change given'above is consisteht with
Lewin's (1961 "force field" model of change, one of the earliest theoreti-
cal approaches developed. Lewin considered=all'grdhps or organizations
to be social systems, consisting of individuals‘or parts that are held
together by certain interrelationships. A social system can be changed
by adding or subtracting parts ér by changing the nature of‘the inter-
relationships within the system. The force field model 1is based upon the
concept of unfreezing and reérdering relationships as well as the physical
principle that any body is ﬁeld in positign by counterbaiaAcinq seﬁs of -
Forces. In order to bring about change in a system, the forces of

equilibrium must -be martipulated. This can be done by'adding forces Of

by reducing or removing forces. According to Lewin it is more desirable

-
v



to reduce or remove forces, thus relieving tension, while-the least
desirable strategy is to strengthen or add forces, leading to an. increase
in tension within the system.

The interactive forces of change theory devwéloped by Martorana
and Kuhns (1975) is an extension and application of the force field
theory to innovations in post-secondary institutions. This theory -’
classifies forces for change in higher education as personal, extFa—
personal or goal hiatus‘forces. ﬂPersonal forces ére of three kinds:
decision makérs or peopie influentiél in the institution and its environ-
ment; implementors; and consumers. ° Extratpersonal forces include
tangible influences (resources) and non-tangible ones (policies, tradi-

o
tipns, trends). Goal biatus fefers to the discrepancy between the
aspiration toward a particular institutional goal and the achie;ement
of this goal. ’

&a?térana and Kuhns (1975:179-180) proposed that change is
driven by the effect éf all interactive forces, and developed the
following series of postulates:

1. These threé forces are idenﬁifiable, separable, and des-
cribable, and their individual impact on an innovation in

both strength and direction is to some extent predictable. .

5. These forces interact in ways which tend to reinforce or
cancel their effect on the viability of the innovationg
hence the label interactive.

3. Academic innovations . . ; display an identifiable growth
or maturation pattern--in effect a "life cycle" of develop-

mental stages resulting from an intefplay of forcesg over a
period of"time. ’
4. The momentum of support for the innovation derived from
all positive forces must outweigh the negdtive forces at
each stage of development if the innovation is to progress s >
to total institutionalization.

2
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5. Specific forces have dif ferent importance at different ' .
developmental stages.

6. The strength of the goal hiatus force derived from a given
stated institutional goal is directly related to the
aspiration or priority position given the goal 1n comparison
with others.

Martorana and Kuhns added that numerical values may be assigned to each

force in order that the change leadership may assess the most important
positive and negative pressures and deal with them by increasing the

positive and reducing the negative forces. '

. The politics -of change. An understanding of the university as

a political institution can aid in the anticipation of the forces for
and against change. One of the change strategies suggested by Martorana

and Kuhns (1975:165) is to convert needs into demands by tHe process of

™~

e

pOlitical action, thereby activating the possible interactive forces on

pehalf bf the desired change. House (1974:57) sax the process of change

as political: "Reorientations bring organizational“politics to the fore

v \\ :
poth in advocating innovation and in‘gefending against it." House (1974 :

51) suggested the development of advocacy groups as the pest strategy
for bringing about change:

The success of an innovation depends on the ability to establish
a program in a competitive field, which requires'a group of
advocates who see developing the program to be in their own
interests. Advocates defend the integtity of the special program,
recruit members, infusg them with values, and secure adequate
resources. ¢ :

paldridge's (1971) political model of univergity governance. 1s
helpful in understanding the change process. The.,components of the

model include the social context, the 1iriterest articulation process,

, the legislatiVe transformation p;bcess and execution or implementation

4
.



.of‘?olicy. THe social context consists of internal subcultures as well

PR | ' -
'as the external context. The extent to which subcultures attempt to
e ; ”

promote oOr resist,change depends on their holding shared aspirations

based on shared values and goals, as well as their -status and -access to

)

power. The degree to which relatively differentiated subc?ltures are

f

either segregated or integrated will therefore have an effect on renewal
efforts. However, the pluralism of the univers&ty's'social structure
‘almost ensurég thatfchanges Qill affect the subcultures diffe;ently.énd
this provbkgs\poliﬁigal conflict and interest articulation.

Groupé_who advocate change and those who resist it are bound to
come into conlict with each other, especially wh;n changes requ;re.
reallocatién of resources. Howevér, the way in which resistance is

handled will determine the conflict generated. Bennis et al. (1969:153)

argued that most conflict can be dealt with by using collaborative

strategies, and suggested the following guidelines for handling cogflict:

1. Collaboration is an achievement, not a given condition.

‘? 2. Conflict is not to be avoided, but rather faced and channeled
\ toward the achievement of personal and social gain for all .
concerned.\ . - ’

3. Power is not a bad thing. Social action depends on power,

I just as physical movement depends on energy. Nothing changes
in human affairs until new power 1s generated and old power
is redistributed.

4. The chahge agent strives to utilize power based on and guided
o by rationality, valid knowledge and collaboration, rather
than fear, irrationality and coercion. The latter kind of
power leads to. augmented resistance to change, unstable changes,
and dehumanized and irrational conflict. ’

4

nkcording to the political model, interest groups advocating

change must have access to different types of resources. The more a

~ .- -
[
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‘change is a major reorientation, the~m6re resources will be required
to bring it about. Resources that can.be used to suéport a;given change
strategy are considered positive forces by Martorana and Kuhns (1955:
177-178)-.

At the exeéution or implementétion stage, positive forces for
change will likeiy wane ‘(Martorana anq Kuhns, 1975:192). During the
vimpletentation of a chanéé there is a "éfrong tendency for group values

4
reorientations into minor variations and minor variations into

regular practice" (Hduse, 1974:77). Thus, a redoubling of effort may
be neéessary in the latter stages of development if the maturation 6f;
the change is not to be halted.

1f a strong advocacy endures and mainpains itself to the impfle- -
mentation stage, the éhange might become institupionalized.“This process
involves resisting newer changes that ﬁight threaten the ofiginal idea.
As Marto;ana and Kuhns- (1975:31) have argued, "No matter how new, bow
dedicated to change, an institution develops a resistance to changing
anything its members\have alre;dy deciaed.ﬂ Yet, acéording to the
political model (or any systems model), any change in one part of a
system is likely to lead to new tensions, new conflicts and more changes.
Thé idea that-major changes create a need for other changes is consistent
Wwith the cyclical concept of regewal. In addition, other forces will
again call for change. Therefore; a balance must be sought between the

desire for institutionalization of a change and the need for continued

self-renewal.

28
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Struétural and contextual factors. Baldridge and Deal (1975:3)

~

suggested that’the literature on innovation provides little help for
administrators who @ﬁst confront innovation in its organizational context,
adding that it gontains an individualistic bias ang‘therefoge stresses
nonmanipﬁlable factors. Likewise, Baldridge_gnd Bﬁrhham (1975:165) argued
that research on diffusion’of innovation should shift from individuals

to organizational structuré and environmental factors. vTheir ahélysis

[ 4

of school districts indicated that individual characteristics such as

Pl
-

sex, age and personal attitudes do not seem to be important determinants
of innovative behavior among people in complex organizations, although
organizational position and role do affect the involvement of people in

the innovation process. Rather, structural characteristics such as siz@

‘and complexity were found to be strong determinants of the organization's

innovative behavior, as was environmental input from the community and

other organizations. Baldridge and Burnham (1975:175) concluded that: _.
With respect to organizational characteristics, the results
support the premise that a large, complex organizatf6n with a
heterogeneous environment is more likely to adopt ihnovations
than a small, simple organization with a relatively stable
environment. The basic logic concerns a "demand structure."”

(1) Size makes a series of demands about coordination, control

- and complexity to which an organization must respond. (2)
Differentiation and structural complexity produce specialists
searching for new solutions to the task demands within their
specialized realms. (3) A heterogeneous environment surrounding
an organization makes numerous demands for responsive behavior.

-

Participation in the change process. The opinions of such authors

as McGregor (1960) and Likert (1967) who emphasized the importance of
participation on the part of those affected by change: héve been summarized

by Small et al. (1976:22):

29



L3¢

h}

Involvement and participation of personnel will tend to reduce
the anxiety and insecurity that usually accompany change attempts.
Secondly, the sharing of ideas and insights will lead to better
ideas about means and ends of renewal.

. .
While smaller scale renewal projects may require the involvement and

commitment of a relatively small number of people, as the scope of

renewal expands, more and more people havéﬁto become actively involved

N 1

if the renewal efforts are to be successfﬁi.

Although Baldridge agd Burnham (1975) playea down the impcrtance‘
of individuals, Havelock (1973:114) and Ingram (1969) argued that the
change agenf must understand the.phaagf through which an individual moves ,
in deciaing to adopt or reject an ;hnovation, and must ensure that each
,individuaLiwho will be affected is allowed to go through these phases.

*
Rogers (1962:81-86) identified these stages as (l) awareness of the new

ideac (2) interest in the new idea @hich causes the person to seek more,
‘information About it, (3) evaluation of the new idea in ordér to ascertain
its suitability or usefulness, (4) trial stagge during which ;he idea is
tried on a small scale, and (5) adoption-rejection dependipg upon the
results of the trial stage.

Rogers (1962:305-307) also identified three sete of influengés
which affect an individual's decision to accept or reject ad@?dnovation.
One set aré the factors present in the situation prior to the introduction
of an innovétioh, including the individuai's own identity, and the
person's perception of the situation. The second set are the sources
from which an individual repeives information about a proposed innovation.
Sourées are either personal or impersonal and can be cosmopolite or
localite. The third set -of influences are the characteristics of the
innovation——its reiative advantagés, its compatibilipy, its complexity,

its divisibility and its communicability.
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The primary focus of Rogers' work is the diffusion amoﬁg

individuals of a given innovation or solution. When people within an

~ R

organization are involved in all stages of the renewal process and

thepefore participate in the identification of both the problems and” .

] . . 2 ' .
the solutions, Rogers' five phases are apt to be less relevant.

-

Resistanée to chaﬁge. Resistance or opposition fo change comes
from many different directions and for many reasons. Reddin (1970:163)
suggestéd that resistance might be‘direcfed toward the effect on self,
the effect on work, or the effect on relationships with others. Aithough
.£here may be some persons who will resist any change, resistance is

often to a particular change or to the change agent. According to

House (1974:52), when one grodp advocates a change in order to advance

its own interest, other groups resent such changes,:which usually. mean
’ \

some encroachment upon an old pre?ogative. ' .
Schein (1969:98) suggested that org;hizational change usually

involves attitudes and behéviors which are integrated around the self,

and implies the giving up of something to which the person ﬁas previgusly

pecome committed and which he values. Any change in behaQiof or atﬁ%tudes

of this sort tends to be emotioﬁally resisted "beéause even the possibility

of'change implies that previous behavior and attitudes were somehow

wrong or inadeqﬁate." House (1974:170) agreed that the %egree of resis-

tance to an innovation is at least partly the function<of the difficulty

of learning a new m;de of behavior. Thus, the importance of helping

people léarn such new behavior cannot bé bveremphasizedi

Resistance to change may have positive as well as negative

éspects. Evans (1967:2) suggested that social institutions &ommonly
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stress their &nduring aspects and that we should therefore expect the

greatest resistance to change in those institutions, such as educational

\

institutions, whose prime traditional function has been the perpetuation
. L oo ' ' o .
of society's values. In suich institutions some opposition to change 1is

desirable. What is often considered to be irrational resistance is likely
to be an attempf to maintain the integrity of the institution '(albeit
sometimes based on a view of reality no longer tenable). Klein (1969:

502-503) outlinedrthree aspects of the importance of defence in social

change: L. : Y ,
> ’/ . M
1. Resisters are the ones most apt-to perceive and point out
the real threats, if such exist, to the well-being of the
system, which may be the unanticipated. consequences ‘Of
- projected changes. . ‘ :
2. They are especially apt to react against any change that
might reduce the integrity of the system. .
3. They are sensitive to any indication that those seeking
to produce change fail to understand or identify with the
core values of the system they seek to influence.
- £
The resister, therefore, usually has something of great value £o communi-
5 ‘
cate, and may contribute to the development of more adequate plans.

Others may resist a change because ﬁhey feel it is really

1

contributing to the maintenance of the status quo. House (1974:256-257)

made an interesting observation when he .stated:

.

In a traditional structure, the status quo is maintained -
by the static nature of custom and history. The basic fact
about a technocratic structure is that the status quo is

maintained by constant innovation-. . . externally invented
and propogated by the major ‘technocratic institutions them-
selves . .

The sum total of pursuirg innovation in this manner is
that education becomes far more efficiently and effectively
(and dependently) integrated into the technocratic structures
of society. :
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~This observation may apply more to innovations "externally invented and

propogaked" than to those which are a part of the renewal process.

Change stratgg;es. Chin and Benne (1969:32-59) identified three-
‘categories of strategies for effécting change in human systems. Empirical-
rational strategies are based on the assumptions that man is rational and

:that once exposed to a change which can be rationally justified and which

will serve the self-interests of an individual or group, that individuél R

or group will adopt the proposed changes. Normative-reeducative strategies
are based on the assumption that man is complex and that changes involve

not only the man (reeducation) but his environment as well, especially

<

the normative struc&ures and orientations defining his relationéhip to

~ -
-

that environment. Power-coercive strategies are based on the asgsumption: -

that power (usually political or economic) can be effectively applied to

s

bring about the implementation of change. Although all three types of

strategies might be ugeful Benne and Chin,streséed the overriding

L}
. importance of the normative-reeducative orientation.

Havelock (1973) provided guidelines fior educational administrators

wishing>to improve the‘plahned change processes in their institutions.
HaQeloék's appréaqh to change is based on the importance of the change
agent in spearheadipg and coordinating change efforts. Accordiné to
Havelock (l973:7-9)ythe change agent has four primary methods of‘operation:
the catalyst, the solution giver, the process heiper and'the resource
linker. The cafalysﬁ change agent becomes a motivating force in getting:
peéple to think about their situation differently--prodding, questioning,
poinpinq out areas in need oﬁ_change. The solution giver has definite

ideas about what the changes should be and would like to have others

IS
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adopt thesé solutions.. The process helper guides and facilitates the

P
whole change process$, providing assistance 'in all stages. The resource

‘linker brings together needs and. resources. Havelock emphasized the
‘ o
- process helper role. ¢

The six stages in the change process as outlined by Havelock

(1973:11) are: (1) building a relationship, (2) diagnosing the problem,
(3) acquiring relevan% resources, (4) choosing the solution, (5) gaining

acceptance, and (6)‘stabilizing‘the innovation and generating self-

3

renewal. The change agent should provide’thevclients with'as much
assistance as' they need‘during each stage @iiiout denying them a sense
of meaningful,involvement. Havelock (l973:l74)\also identified the

skillé necessary gb carry out each of the above functions.

Havelock's approach is essentially one of team development.

o .
The team development approach to renewing higher education was adyocated

8

by Sikes et al. (1974:2) who described the conceptual basis for such an
‘approach thus: . ’

The conceptual model is one of action-research carried out by
student-faculty groups with the assistance of outside consultation.
This model assumes that there is felt neéd for change, that
systematic collection of data can provide for an accurate diag-
nosis of the sfkcific causes of dissatisfaction and for the
setting of goals for improvement, and that effective group action
can be devised to move toward these goals. Innovation and change
are generated by the interplay of research and action. :

This conceptual basis incorporates both the empirical-rational and the
. 1 \
normative-reeducative strategies outlined by Chin and Benne.

Several other authors have proposed or outlined strategies for

change (Baldridge, 1975a: 284; Baﬁdk§ﬁ§57%1975b:383; Barnes, 1969:82;
o 4

ennis, 1975:338;\Berquist and Shoéméier, 1976:30-42; Martorana and Kuhns,

N

1975:164~-167; Walton, 1969:168); The strategies suggested generally

v -

, L . .
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reflect those outlined above and most emphasize the importance of
involving those affected; Another strategy that,is mentioned often

~

is the gradﬁal implementation of change.

¢

Leadership

Effective leadership is a key to succeséful renewal. According
: i ‘ ]

to Small et ai. (1976:20), "The plannéd change process, however cgnceived,
is predicated upon the ihvolvement of people and egfective léa@ersh;p
in directing their efforts toward desired future‘states." But-whét is
meant by effective leadership?

There have been many theéries of leadership developed and probably
just as many definitioﬂg. However, Hérsey and Blanchard (1972:68) °
suggested that ". . .vmost management writers agree that léadership is
the process of influencing the activities of‘an‘individuél or ;.grodp ;n
efforts toward goal achievement in a given situation.” | &~

One of the earliest instruments measufing leadér behavior, the
Leader\Behavior Description Questionnaire, was developed by Hemphill (1950);
cited in Stoédilﬁ) 1974:128). Several factor analytic studies of the items
yielded ,two independent factoré,‘identified as q@nsideration and initia- -
tion of structure. Stogdill (l974:i40—l4l) concluded that "research in
a vafiety of situations indicates that leaders aré rated as more effective

Lo ' - .
When they score high in both consideration and initiating structure." The
LBDQ—XIi; consisting of twelve subscdles has siﬂce been developed.. Research
has again'shown the importance of two factors in accounting for a large %
proportion of total vaf%ance (Stogdill, 1974:150) .

Hoﬁse and Desslér {1974) developed an instrument composed of 22

+ . .

items grouped by factor analysis into three scales: . instrumentél

» . ~' - .
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leadership, supp,mtive leadership and .participative leadership. According
. to House and Dessler (1974:43): '

The instrumental leadership and supportive leadership factors
consisted primarily of items taken from Form XII of the Ohio
State Leader Behavior Description Questionnaire (Stogdill, 1963).
The participative leadership factor consisted of items developed
specifically for the present study plus items from the Ohio
State University Consideration Scale that reflect participative
leadership (Fleishman, 1957). . . . The instrumental leadership
scalée was similar to the Form XII Initiating Structure Scale '
(Stogdill, 1963). . . . The supportive leadership scale was
similar to the leader Consideration scales used by Fleishman
(1957) and Stogdill (1963) but it did not include participative
items as these scales did. The participative leadership scale

- measured the degree to which the leader allowed subordinates to
influence his decisions by asking for suggestions and including
subordinates in‘the decision making process.

/:>b Anothér two-dimensiéhal model is the Managerial Grid developed
‘by:Blake and Mouton (1969:60-67), which is in;gnaed to describe the
predigposition of a leader and ;s such is an attitudinal measure. The
two dimensions are labelled concern for produgtion and concern for people.
Again, effectiveness is seen as being related té both dimensions. In
reality, however, a leader'scpri’& high on both dimensions (0of either
model) might be difficult to find. For this,;eason, the fact that the
dimensions of both models are aétually continuous éhould be stressed.

] After reviewing the results of numerous studies relating leader-
ship style or behavior to effectiveness, Hersey and Blanchard (i972:79)
concluded that "the désire to havé a single ideal type of leader behavior
seems unrealistic."” Likewise, Fiedler and Chemers (1974:11) argued that.-
effective leadership is“the result of matching attrigutes of the leadef
Qith the demands and constraints of the -situation, and therefore

advocated a theory of leadership effectiveness which seeks to integrate

person, process and situation,
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Fiedler's main contribution has been té show the interaction of
person and situation in understanding effective-leiderShip, and to spécify
/important.situationai Qariables. The performance of a group is debendent
not only on the motiQational syé%em»of the leader but alko on the degree
to;which the leader has control and influence in a particular situation.
This second factor has b;en lapel}ed éituational-favorabienéss (Fiédlér
_and Chemers, 1974:69). Three éspects of the situation are impo;tant:
task structﬁre, leéder-member relations, and positioa power of the leader.
Bons- and fiedler (1976) showed that change increases‘the effectiveness
of some types of leaders but decreases the effectiveness of othefs, the
actual éffect depending on the motivational style of the leader as w 1
‘a§ whether the change brings about increased or éecreased situational
favofableness.

The three-dimensional models of leader effectiveness dgsgIoped

.o o
by Reddin (1970) and Hersey and Blanchard (1972:81487) can be considered:
extensions and combinations of the situational contingency"concept of
Fiedler and the two-dimensional aspects of both the LBDQ and the Maﬁagerial
Grid. The third dimension, effectivenessf‘essentially represents the
appropriateness to the situation of’the_leader's basic style. Any
leadership style-can be‘effective in gppropriate situations.

Hersey and Blanchard (1972:121-122) defined style adaptability
as "the range Qf behavior within which a leader can vary his style.”
Although adaptive leaders have the“potential to be effective in a number
of situations, they will be so onl§‘if style variation is appropriaté

to the situation. Thus, the importance of a leader's diagnostic ability

is stressed: the ability to understand. the nature and impact of the

Ve
.
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environment variales and to eValuate them in terms of task and relation-

ship demands. ' ' N
The life c¥cle. theory of leadership developed by Héfsey and
Blanchard (1972:134-143) i/s an extension of the three-dimensional model

-l

based on a‘burvilinear relationship between task and/or relationship

_ behavior and maturity of followers and is therefore app;opriaté to

institutions .of higher education. Acéording to this theory:

. . .as the level of maturity of one's followers continues to-
increase, appropriate leader behavior not only requires less and

" less structure (task).while increasing consideration, but should
eventually entail decreases in socioemotional support (relation-
ships) (Hersey and Blanchard, 1972:134). ' ’

Several theories of leadership have been reviewed briefly above.

£

,Two important aspects of leadership seem to émerge: an attention to task

-and an attention’to the people who are responsible for carrying out the

5

tasks. But of what relative iméortanée is each o tﬁese aspects to the,
effectiveness of leadership in thé renewal process

Several prescriptions for legdersh;p are fdund in the literature
on instit#tional renewal, planned change, and inHOJitii? in education.
nge, such as the pse of collaborative strategies for dealing with
conflict (Bennis et al.,1969:150) an@‘the need to understand‘hdw indi&iduals
reactntb change in order to gain acceptanée (Havelock, 1973:li) clearly
have a r;lationship—oriented focus. Others, such as the necessity of a
process to convey‘to members a sense of progress toward thg goal (Sikes

et al., l974:1205 emphasizé task-orientation, However, the majority of

these prescriptions, at least when taken togeiher, tend to be supportive
N

- of those Students of leadership who argue that the leader who is both

task-oriented and relationship-oriented will be most effective.

N
\

b



b D e AL AR A LB Lk e g v ey g

b

i

{?gkes et al. (1974:49) stressed the importance of both orienta-

tions when suggesting that the task—centered, structure-oriented approach

B}

eften loses the motivation derived from affective invo;vement, wﬁi}e the-
person-centered approach frequentlyvdoes not result in the socialjchange
desired. A combination of both approaches was therefore advocated.

The life-cycle theory of Hersey and Blanchard (l97i:l34)'might
be helpful in laining the (apparent) leadership requirements in higher
edecation. If the'People involved are relatively mature, a leedership
style that is fairlyplow in task~orientation and low-to-medium in\relation-

ship orientation might normally be appropriate. However, Qr?anizational a?t»
"2

change brings about a new situatiom. Hersey and Blanchard (19729139)

allowed that even when working with mature individuals, a leader may
sometimes deviate from the low-task, low-relationship style. For

instance, "during the early stages of a project, a certain amount of

structure as to the requirements and limitations of the project fmust be

established.” 1In addition, even mature persons at times need ‘support
4

and reassurance when adapting to a major change. Thus, the leader most

likely to effectively bring about planned change is one who can diagnose

the change task and environment and adapt leadership style appropriately

as the organization progresses through the various phases of the renewal

v

process.

) \:/
EVALUATION OF EFFECTIVENESS :

Recent interest in the outcomes of higher education has brought
/’ . ~

about the development of various outcomes measures. An evaluation system

relating program effectiveness and related costs (PERC) has been described

.
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by Palola and Lehman (1976). The focus of the PERC systeqpis student

n N L
. . ‘ L

outcomes. A very broad classification of possible 6uthmés<iﬁ Hiqhe;g

'5 . ¢

education and a set of procedures'for measuring many of them hée‘beeh{

¥ Y

developed by the National Center for Higher Educatlon Management Sysssms

)
(NCHEMS) (1975). -
According to Martorana and Kuhns (1975:8): R 2
. o ) f“?t
Change is being pursued mainly as a reactive response to “TA‘

immediate problems; most of the energy for change is concen~* .
trating on the initiation of the process rather than in its, o
assessment and evaluationy there is a dearth of information '
about effective change processes. \

S e e R R TR
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However, Small et a;. (1976:3) suggested that "tﬂe rgtlonale for lnstltu—v

tlﬁnal renewal is the rationale for the Qrganlzatlon becomi

effective and better directed in what it plans to do."

o pey . &' e ‘
"the maintenance and growth -f organia!gﬁgnal effe ¥ 'ahd health

are the purposes of f#;titutional renewalg" but cautiened that "the

: . - i w

state of health and effectiveness of an organizatidﬁ must be appraised

witth due consideration glven to its purpose and pattern of 1nsp1rutlonal

growth and developnmgent” (Small et al., 1976 23- 24) The latter state-

ment is supported by Steers (l975§554) who suggested’ that when considering -
. 1 z .

the selection of criteria,(adequate concern be shown for the degree to

which such criteria are consistent with the goals and purposes of the
. ‘ o ) /. .
organization under study. .

Q ot
The above statements together with the definition of renewal

\fi

suggest that effectiVeness of renewal includes not only the attainment

\ S .
Cﬁf a particular change goal, but especia}ly the achievement of a state

of overall organigational health or éffeetiveness. Many authors “have

v

discussed the concept of effectiveness, and there are almost as many

°

=
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'measurés as there are authors. 'According to Bennis (1966:44) the

.
traditional measures.of effectivenessido not’ adequately reflect the

true determinants of’organizationél health, since they yield static-

time*slices of performance and satisfaction. The static discrete measure-

ments "do not provide viable measures of health- for. they tell us nothing
5 e . . /// ; R oy .

~of the processes by which the organization c¢gpes with. its problems."

—

e
e

Likewise, Kester (l975:2)ysuggested that whén evaluating change, “a
more fom;reheneive e;aluation schema wogld ideally include tfe observa-
rion of tre teeal process of change."

The most traditional approach to easuring effectiveness was a
;.als apprcach, which often 1éa to an{émp asis on productiQity as a
single dimension. With reepect to evaluatihg an innovation solely on
i basis of achieving a fixed identifiable "goal, Corwin (1973:387)
commented: | & ‘ . - 2‘ <§\\

. assumptions are unreasonable in most cases, because in

practice organizations constantly elaborate new goals and shift
priorities as a condition of their existence, they are faced

" with constraints beyond their control .17 These factors
must be viewed aq 1nherent to the innovation process, not merely
as incidental 1n60nven1ences to be overcome. Simplistic approaches

to evaluatlon deSaned to determine whether a: program is “effectlve
acsordlng to "a single criterion variable, -at best can produce
Qﬁ incomplete picture and at worst can lead to distorted and

a

~misleading conclusions. !

In comparlng univariate and multivariate (multlple crlterla)
AN
models of orqanlzatlonal effect1vene$;ﬂiSteers»(l975 547) argued that

the latter are:

. generally more comprehen51VL and attempt to .account for
a greater proportion - -of the variance in effectiveness. .In
addition, they typically demonstrafe, or at least hypothe51ze, \\
how the variables under study are rela;gd to one another.

N ’ -
v
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Probably one of theJmost comprehensive multivariate models was

developed by Miles (1965) who described a healthy organizatlon as one

which "not only survives in its env1ronment, but continues to cope .

a

edequately over the long haul and contjnuously develops and extends its
. {

-

. . .
surviving and coping abilities." Miles' ten dimensions of organizational -

health included goal focus, communication adequacy, optimal power equal-

»

? [ - '
izafion, resource utilization, cohesiveness, morale, innovativeness,

e of autonomy, opennes$ to adaptations, and problem-solving adequacy.

The one dimension that is consisténtly a part of the multivariate

modeis is adaptability. After comparing 18 multivariate models, Steers
(1575:548—549)‘concluded that of all the criteria used, adapt&éillty—
flegibility was mentioned mest often, followed by productivity and satis-
faction. Bennis (1966:55)vargued that ". . . the processes of problem-
solviné——ef adaptabil%%y—;stand out as the single most important deter-— ‘ .
ﬁinant of organizational health." o ©
Mott/(l972:18—l9) proposed that adaptabiiity is a mgltifacetéd:
process and differentiated between symbolic and behavioral adaptation,
pecause "even when useful solutions a(e.generated: they are stillusymboIs
and not behavior." Mott also claimed that fLexibiiity is cBnceptualg%
udiffe;ent frem adaptability, because the organizational changeg that | PN

L

result are usually temporary-while adaptive changes are likely to be'

'
.

more permanent . : ) ) . L e
. . '“# o 2
Steers (1975:549) observed that while some es@ﬁg%tors view
il \ 25 %{‘ ° :
effectlveness as a st@te erqanizatlons s«rlv& to attain (1 e., once an .
)

,organlzabgpn acqu1res pertaln characteristics, it bécomes effectlve),

B

other;jghggést that th&%bffectiveness construct is best understood by
“R«A o v “\m‘

al | i "f:'.



© wiewing the entire organizational system as being in a constant state
of flux, continuously trying to reach or maintain homeOStaSiS-.aSteers

. added that "effectiveness under this more aynamic conceptualization N

~

focuses on how well an organization can acquire and utilize its resources
efficiently in a constantly changing environment." Such an understanding

is in keeéping with the suggestion by Small et al’ (1976:27) that:
. . the ultimate desired end [of renewal] is not a colieée'
which has attained a specified level of effectiveness and o
health, but one which is constantly striving toward enhanced
states through a process of continuous self-renewal.

Thus, a proposal by Steers (1976);that effectiveness itself be
viewed in terms af a‘process insﬁead‘of”an end>state is in keeping with
the coﬁcep£ of renewal. Stegr;' p£0posed "process model" consists of
three relaﬁed components:. (l)uthebnétion of‘goal optimization; {2)

4 2.

a systems perspective; and (§

ohasis on human behavior in organiza-~
.tional settings. The goa tion concept is useful because it

Myof ‘an organization's behavieral intentions,

R %

allows for evaluation

multiple and conflicting g&als, and constraints that impede progress

toward goal attainment. In addition, this approach has the added advan-

tage of allowing for increased flexihility of criteria: as the goals {;

[ 4 .
change, or as constraints change, a new optimal solution will emerge

that couiq represent new evaluation criteria. The systems perspective
componeht of the proceés model emphasizes iAterrelationships betweén the

v vérious parts of an organization and its environment as they joiqtly(/’—fg
iqfluence effectiveness. Human behavior ismemphasized.because'"iF is

important to recognize and account for the people who ultimately determine
the quality and quantity of anﬂbrgani;ation's response to environmental

v

demands" (Steers, 1976360).

~
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While Steers (1976) has provided a conceptual basis for evalua-

- -

tion of effectiveness, a framework for the evaluation of curriculum
developed by iStake (1967) is consistent with the process model’ and might
Abe especially useful in the wvaluation of renewal where the focus is

-
the instfuctional subsystem. In addition, Stake's model could be modified,
making it ?fre generally applicable to'renew;}\activitiés. ‘Stake's model
allows for unintentional outcomes, whichpare ‘important to assess,.for
as Small (1976:12) has éointed out, if’the processes or products are in
any way detrimentalvﬁo tpe institution, iﬁ‘is important that these

ef{ects be realized so that appropriate corrective-measures can be taken

in the planning and preparation stages of further renewal programs.

2 SUMMARY

8

This chapter began with a.discussion of the developments in the%
e

field of home economics. I@Kwas shown that although the focus may have
changed from time to time, the basic mission og home economics has -
remained relatively stzble since its inceptién at the Lake Placid
conferences. While the literature indicated that the Fome economics
situation on most campuses in the United States had dramatically
improved, Morley (1973) sgggested that developments in Canada in the
l960's.had not been related tq the purpose an@hmiséion of home economics.
A review of specific devélopments is home(economics programs at three -
\‘, 7 -
American and cne Canadian institution illustrated the complexity and
scope of such developments.

In the section on institutional renewal in higher education,

renewal was seen as a way for institutions to achieve the goal of quality



educational service in a rapidly changing environmenﬁ. The pfécess of
' renewal yas described as‘cyclicél,_comp;ising several sfages. zThev
importancé of recognizing -and controlling the environment du?ing the
_rénewal process, and of selecting rehewél strategieé in keeping witﬁ the
environment, was stressed. |

Theories oflpiénned change, which providé a base for tﬁe
consideration of renewal processes, were discussed. Lewin's 4(1961) foree
field model\and Martorana and Kuhn's (1975) interactive forces theory

‘v were found to be particularly useful. The political model of change

was seen to be consistent with these force field theories and with the

® <

cyclical céncept of renewal. }
Structural.and contextual fa;tors were shown tovbe impor;ant
»considerations during the renewal process, as were hPman‘factofs. Resis-
ténce té change was.described as haviﬁg both po;itive and negative
<
effects. Chéngé strategies reviewed took these factors.into account.
Effective leadership was shown to be a kéy.to sucéessful renewél.
Afte; reviewing several theories of -leadership and the prescriptions for
leadership found in the literature'oﬁ institutional renewal, plannéd
change and innovation, the conclusion was reached that‘the leader mos;
likely to effect renewal is one who can diagnose,fhe task and environment
and adapt leadership style appropriately as the g;ganization progresses
through the various phases of the renewal process. =~ , .

/

{ . ’ N
In a-section on evaluation of effectivness, it was shown that the

R

effectiveness of renewal includes not only the attainment of a particular
change goal, but especially the achievement of a state of overall
organizational health. Steers' (1976) proposal that effectiveness be

viewed in terms of process was seen to be in keeping with the concept of

renewal.



CHAPTER III .
RESEARCH DESIGN -

. The study -consisted- of two parts, a survey of all Canadian degree-

granting home economics units, and a case study,pf the renewal process
in one unit. The purpose of the survey was two-fold: to provideidata
for the selection of a unit for in-depth study, and to provide data

relevant to problems 1 and 2 (page 4). The case study provided data
. A

-

; ) .
relevant to problems 3 and 4 (pages 4-5). The data required for each

2
~f

problem and the sources of such data are summarized in Table 1.

. ?
CONCEPTUAL FRAMEWORK

.

The conceptual framework for thlS study consists of the renewal

“

model developed by Small et al. (1876) follow1ng the work of Martorana

P

and Kuhns (1975), and is articulated in the following propositions based
1
on Small (1976):

1. The greater the scope of a renewal strategy, the greater the
inertia potential, or conversely the lower the action poten-
tial. (When the scope is greater, more people and more units
within.the institution are involved or affected, and there-
fore more people have to be won over, convinced or co-opted.)

2. The broader the focus, the greater the inertia potential or
conversely, the lower the action potential.

3. The longer the term, the greater the inertia potentlal or
conversely, the lower the action potenttal.

. -

Q

4
lSee pages 5-6 for definitions.
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TABLE 1 o

T

DATA REQUIREMENTS AND SOURCES

Sub- Data Data

Problem Required Source
1 ‘ —Extent and nature of —Survey questionnaire
changes o - —Documentation
2 —Characteristics of change- : —Survey questionnaire
oriented units : ' ‘
—Size of unit -—Survey questionnaire
- —Size of university ' —Survey questionnaire
—Level of organizational autonomy —Survey questionnaire
—Age and history of unit . =Survey questionnaire
—Existence of graduate programs —Survey quéstionnaire
3 —Responsiveness to change goals "~ —Interviews (ratings by
. : ' " self and others)
—Perceived goa! hiatus . —Interviews
—Perceived goal intensity —Interviews
4. —E ffectiveness of renewal‘ : —lInterviews, doc/umentationa
strategy researcher evaluation 4", .
—Action potential of strategy =~ - —Survey questionnajrg; -~

documentation, confirma-

. tion by interview '
—Force field ‘—Documentation, interviews,
~—_ - leader behavior mstrumgnt
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4. ‘Response to a change goal bears a curvilinear relationship
to goal hiatus; i.., as goal,hiatuq}increaseS'from small

to large, response changes from reluctance to a maximum
commitment, after which it reverses toward reluftance.

5, The greater the goal intensity, the greater ‘the commitment
~ to the change goal. - : ' ] :

6. Effectiveness of a renewal strategy will be high when
commitment to the change goal, force field support, and
action potential of the strategy used are all high_and

; positive (Figurev3)}

N :
Corollaries: (a) the lower "the commitment to a change goal,
the greater the force field.suppprt and the action potential
of the strategy necessary for an effective outcome; or
conversely, :

; . ‘ . >
(b) the lower the force field, the greater the action poten-
tial of the strategy and the\commitment to the change goal
ngcessary for an’ effective outcome; or conversely, '

{c) the lower the action potential of a stfategyl the
greater the force field suppdrt and the commitment to the
_change goal necessary for an effective outcome.

The above propositions sqggeét the interplay of environment and
strategy. Accofding to Small (l9j6:8), "No innovation or change in
functién or purpose is ever introduced in a vécuum. There 1is alwéys an
environment wﬁich is either supportivef’reéistive or both at the same time."

Thus, the importance of recognizing and controlling the environment and

of using strategies appfopriate to the environment is stressed.

SURVEY OF UNITS

t

Sample Y
Efghteen degree—-granting units of home economics were initially
C . 2 T e . . .
included in the study . These represented all units listed in the. Canadian

3

2The College of Family and Consumer Studies, University of Guelph,
was included (even though that unit does not consider itself to be prim-
arily a college of home economics) b use it is listed in the CUTHE
Directory, and because many of its g uates become professional home
economists. " =
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included.

P

©

University Teachers of Home Economics (CUTHE) Directory, except for units

of home economics education which were administratively part of faculties
,e’v';\.

of education. Three units were latefﬁeliminated from the study: one

. . . .
had been phased out; one'.was in the process of being phased out; and the.

only respondent from the third unit wrote to say that this unit was

really ‘dietetics rather than home economicé.. The 15 units included in

the’Su:vey are listed in Appendix I.

The sample of respondents included the senior administrator (dean,

director,  or department head) of each unit, as well as two or three

_ | 5 \
faculty members, depending on the size of the unit™. The faculty members
were selected from the CJ;Q% Directory on a stratified random basis, to
represent within each unit different levels of organization, where
applicable, and different specializations within home economics. Where
these were either not applicable (e.g., in very small units) or impossible

to determine, a random sample was drawn. Since it was desirable that

the faculty respondents had been present at theiy institution since July

. 1973, any resqondent who did not meet this criterion was asked-to return

the questionnaire unanswered so that another respondent could be selected.

Data Collection

" The questionnaire used in the survey is reprdauced in Appendix
II. Part A included identification or background guestions about the -
respondent. In Part B, respondents were asked to describe changes'in

1 3

specific aspects of their unit for the period June, 1973 to June, 1977:

3For units with ten or more faculty members,' three faculty members
were included, while for smaller units, only two faculty members were

50
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In Part C, ‘respondents were asked to describe significant ov all major
developments which had Qccurred in their units since June, 1973, or if

none had occurred, any planned major chahges. part D asked the respondent .

toiselect and rank the top five units with respect to overall institutional

<

vitality based on the following criteria: the unit's reputation for
innovation and adaptability; the scholastic reputation of faculty members;

and the acceptability of graduatés to employers and to the profession of
L3 . .

home eéond%ics. part E, to be answered only by the senior administrator

of each unit, asked questions regarding changes in staff and numbers of

3

students and regarding the age and size of the unit.
The developmgnt of the\@uestionhaire items dealing with specific

changes (Parts B-and E) was guided by the components of a systems model

o : oy,
of a post-secondary institution. Thege'components included inputs

o

\ .
(mission and goals, leadership, staffing, students, facilities, funding);

conversion process (organizational structure, governance, undergraduate
program, graduate program, instructional processes, research emphasis);

and outputs (number of graduates, opportunities for graduate employment,

research publication; service to community). = In addition, a brain-storming

session was held with four members of thé Faculty Jof Home Economics,
University of Alberta, during which theuparticipants were asked ﬁo identify
aspects of hoﬁe economics units which have changed or could be chaﬁged.
The questionnaire was pre-tested with four organizational units

(seven respondents) within the UniQersity of Alberta, represénting a

range of size and comﬁlexity similar t&,that of the units to be studied.
.In addition, the former Dean of the FacUl;y of Econom%cs, University of
Alberta, participated in the pre-test. The instructi§ns to p;e-testv

participants are reproduced in Appendix III.

(-~
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The purposes of pre-testing were to provide clarification of
the itemsh’to test the appropriateness of the length and format of'thé
questionnaire, and to tést the approériateness of the period chosen for
§tudy. Following the pre-test, some items were clarified, iéems were

v

rearrangea, the questions regarding staffing changes Qéfe mov?d to gart‘

E, apd the period of study was changed from tﬁree to four years.
Questionnairesan;e maileduto respondents in .June, 1977. Covering

letters (AppendiceshIV anduV) explained the purpoée of the survey. Iﬁ

the Covering letterg the top administrator of eqch unit was asked to

ptovide any relevant documentgtion regarding major“devélopments that

ould be shared with the researcher. Reminders were sent to non-respon-

de;t§\four weeks after the initial mailing.

o X

Dat alysis
g |

fﬁb responses from eaqy unit were used together "to provide a more

\/ L4 .

complete description of all the changes for that unit. The data wexre

analyzed descriptively using the systems model referred to above as a
. 2

framework for analysis. A set of guidelines was developed by»the researcher

for the classification of each change as extensive, medium or minor. 1In

- t

order to test the reliability of these guidelines, they were used by. the .
&

% -~

resear;her and one other judge to classify each of ththifgés for a

1

sample of six units. The two judges' classifications were found to be

-

identical on all'bﬁt‘eight of 54 changes, and for. each of these eight,

the judges differed by only one level of extent., The researcher's

.

classifications for these six units were recorded and the guidelines were .

then used by‘the_researcher to classify each of the changes for the

v

remaining nine units. An extent of change index was obtained for each

=]

O

52

e,



v

unit by summing thes ratings for all changes, equating ‘extensive to 3,
we @ . :

medium to 2, minor to 1, and none to O. Since this index was.derived

.

- from ordinal data, it was conveite@ into ordinal data for the purpose

dy

~'-all*resp.ondent,s

of enalysis.

>

In order to treat the "nature of change" variable statistically,
- 2 '

‘several variables based on the types of change were ereated. For each

type of change the units were divided into two groups according to the

N \
extensiveness of that particular type of change. Since for the statis-

tical tests used{ (see Table 2) it is undesirable to have 'the two groups

quite unevenly diyided, the classification into groups was carried out

)
°

twice. For the first classification, the higher category contained only.
those units whose ratings for the type of change were extensive, wiile
for the secona classification, the higher sategory included those units

'whose ratings were either exten51ve or medlum.
S g
Aﬁgercelved‘ﬁgﬁtltutlonal vitality 1ndex was obtained for each

o
e
s e
0 S "\.

ok ss;gmlnﬁva scoreqof % for each lst-place 1nst1tutlonal v1tallty

forveach 2nd pl@be, 3 for each 3rd-place, 2 for each

§&nce_the index was obtained from ordinal data, it was

Y converted 1nto ordlnal data for the purpose of analysis.

f
S @

i 'iu‘. . .
- Y : -
4 8

’?i " statistical analyses. A summary' of the statistical analees used

{is presented in'Table 2. Since—the assumptions required for the use of
parametrie statistics had not been met, and since much of the data were

either ordinal or nominal, non-parametric -statistics were used. Spearman

rank correlation was used to test for relationships between the extent

»

ofichangéiand each of perceived institutional vitality, size’of unit,
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TABLE 2

L

@

RELATIONSHIPS BETWEEN EXTENT AND NATUREIWOF e
CHANGE AND STRUCTURAL AND CONTEXTUAL FACTORS

Summary of Statistical Data Analyses

vl e e s

Vatiable and Level
of Mgasurement

Extent of Change

(Ordinal)

Nature of Change

{Nominal)

Percdived Institutional

VAtality
{(Ordinal)

Size Qf Unit
(Inte

Size of Universit
(Interval)

" Age of Unit
(Interval)

Leve! of Autonomy
(Ordinal)

Organizational
Complexity
(Nominal)

Existence of
Graduate Program
(Nominal) '

Spearman rho
Spearman ‘ho
Spearman rho

Spearman rho

Spe'arman rh@

Kruskal-Wallis

1-Way ANOVA

Mann-Whitney
U;Test

Mann-Whitn
U-Test

£

Mann-Whitney
U-Test

‘Mann-Whitney
U-Test

Mann-Whitney
"~ U-Test

»

Mann-Whitney

. U-Test

Wann-Whitney

“{U-Test

Mang-Whitney
U-Test

Fisher Exact
Prgbability

Fisher Exact
Probability
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size of university, age of unit and age as currently structured, since

each variable was at least ogdinal. ..To test for differehqes in extent
of change among units which differed in level of/autonomy, the levelef

. 7o .
autonomy variable waé{treated as a nominal variable with three categories,.
. . E

and the Kruskal—Wallis.one—way analysis of variance was used. The Mann-

Whitney U-Test was used to test for differences-in extent of change among

units which differed on organizational complexity or existence of graduate-

programs. .

Since nature of chaﬁge was tgeated<as several, nominal variables
e€ach with two categories, the Mann—Whitné;;U—Test was also usg@ to %eSt. .
for differenEes in each of\perceived institutional vitality, size of
unit, size of university, age of unit, age as presently structured and
level of'éﬁtonomy, among units which differed on each type of change.
The Fisher.exact pﬁobapilit& test was used to test for assoc;ation'between

nature of change and each of organizational complexity and existence of

graduate programs.
CASE STUDY

Selection of Unit

)

°

The criteria used for selection of a unit for in-depth study .

included (i) evidence of some major purposive development; (ii) extent

/

and nature of changes-related to major development; (iii) extent of

changes unrelated to major development but still important; and (iv)

«

‘perceived institutional vitality.
The researcher eliminated eight units from further study en the
- basis that the responses received indicated ne major developments since

-

55
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1973. 1In addition, the Faculty of Home Economics, University of Alberta,

was eliminated because of the researcher's association with that unit as
& f

. a faculty member. An extensive suqFary of the changes for each of the
remaining six units was presented to the researcher's supervisoryncomm;ttee

acting as a panel of judges, who were asked to seléct their first, second,

and third -choices on the basis of the criteria outlined above.. The in-
structions given to panel members are presented in Appendix VI.

Since the panel members were unanimous in their first choice,
the Director of the unit selected was consulted. He agreed to participate

¢

and to allow the participation of other faéulty members in the study.

.

Data Collection

During a visit to the unit in September, 1977, the researcher

. . \ . . .
~ discussed the changes Jﬁlch had occurred-in the unit with the Director.
I'n addition, some documentation régarding tﬁe change was stuflied. Both -

-

.

‘procedures helped to clarify the extEnt and nature ,of the wrhanges and to e

. explain the change processes which occurred. This information was used -

. " - e .
in finalizing an interview guide which is reproduced as Appendix VII.

The items in the interview guide, which are based on pxdgléhs

i

3. and ‘4, were designed to measure goélAhiqtuS and intensity, response to

change goals, force field factors, action potential of any renewal.

R &
. . 2+4
strategies used, effectiveness of renewal, and self-perceived change

orientation. The first step'in developing the guide was_to test the o
validity of these concepts related to the renewal process. This was done

by writing to the Deans of four large home economics unit;/yhich had
. -()/’ N

undergone major change prior to the study period; asking specific questions

based on the-concepts. Extensive answers to these questions were received

v
A
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el

3 .
from one Dean and one former Dean, while all four Deans sent related

) literature. 1In the opinion of the researcher, the content of these

responses supported the concepts and propositions that form the conceptual

\

framework of this sﬁudy.

.y ~

A draft of the guide was then given to the three:faculty membérs
in the Department of EducationallAdministration, the Uﬁiversity'of_élberta;
to judge conteﬁt val%dity. In gd@ition, the gdide'w%s pre—tesgéd with
the Deaﬁ and two faculty members in_the.Fébulty of Home Economics and the
Deén and one fgcul§y~m¢mber,in‘the Faculty of Nursing at-the éniversity
of Alberta. Although for pfgzté;ting dome items had to be altered to

account_for the different changes under ‘discussion; the pre—teé%ing

provided a chéck on length, phrasing, the order.bf questions and the ease -

g

of administration. & . ’ ‘,“,

" . ’

The é@ction of the interview guide designed to measure effective=

o : X
ness _of renewal inblu@ed questions regarding achievement of change goals

| ) .
as well as questions fegardianeffegtiveness of the renewal process.
= - ¢ . [
Since the éhang@s under study had- just begun tggge implemented and it

.

was therefore not pdssible to measure outcomes specifically, these: items
. /‘ .
along with the organizational'adaptability instrument described below

were the main measures of effectiveness. Porter et al. (1975:508)
\ -

justified the use of such measures . as follows:
Perhaps the best way to answer the question of how well these .

* [change] ‘goals are currently being achieved by organizations is >
to ask the §e0ple who work id them. Regardless of what the .
"true" facts are, it is their perceptions of them that affect ,ﬁ& Y
their behavior.-

The unit - selected for the case study was visited in October-

November, 1977-at which time interviews were comducted with the Director’

e
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and all full-time faculty members who had been present for two years and
who were not currently on leaveé. Interviewees were contacted by letter

a week prior to, the start of the interviéws, and had made appointments

o

for interviews through the Director'shsecretary. No more than three
. . .

interviews were scheduled for any day.

Since the items in the interview guide were somewhat open-ended,

4

 probing was often necessary. An attempt.was made to record every response
" . . . t
given by the interviewee. . In addition, when answers were complex, the

researcheér checked the validity of the recorded response with thevintef—

A

viewees. Full transcripts were prepared as soon @fterfghﬁ interview as

A

possible (no later -than the same evening). =~ .

7O

- A 4y
L ‘./

At the end of eéqh interview the reépondenta;as asked to complfte
two instrumenfs and to léave them with the Director's secretary-to be
picked up by the ?eSeapgher. Thé Leadef Beh;&ior Questionnaire (Appendix
VIII) is a modified version of ﬁhaf developed by House and Dessler (19%4?1

It contains.a total of 22 items é\&ch cluster into_three.scales{ ‘instru-

mental leadership (7 items)é supportive leadership (10 items); and parti-

R e ' . R e . o
‘cipative leadership (5 items). The modification for the present study

ﬂ_“involved restating the items in. the past teh'se. so that respondents could

2]

? ke

refer to the‘behaﬁior of the Director .during the change period. Ih,-

+

. gddition, the term “gfoup member" was changed to "faculty member."

N

The organizatiohal-adaptability instrument (Appendix IX) contained
seven items. The first six items were adaptéé from Mott's (1972) adapta-

bility subscalei’“A sevénthvitem asking the respondent to estimate the

:noyerall effectivéness of the School was added. Hassen (1976) also used

Y

a mepdified version of Mott's scale and added an item on overall effective-
a - ’ -
ness. : . : |

I
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Data Analysis
»

[ Interview data. The interview data were analyzed descriptively.
For goal hiatus, goal intensity and response to change goal, the content

of each interview was analyzed individually. The researcher analyzed the

reséénses.to.the'items measuring goal intenéity ané on éhe basis of this
analysis rated goal intensity as §érceived by each respbndent on a scale
‘from véry high to low. Similarly, th; responses to the items measuring
goal hiatus werée analyzea and goal hiatus as perceiVéd by each respondent
was theﬁ rated on the following scale:

1. Small - . J . .
S

2. Real, but achievable

" 3. Achievable with considerable effort

4. Very large, almost unattainable.

Each respondent was thus assigned ratings.for goal intensity and goal

4

hiatus with respect to both stated goals and secondary goals.

v After analyzing each respondent's description of his own résponse

%
to the change goals,"the resea;cher assigned response ratings on the.
. 2
following scale:
1. opposed S ) \ e
2. very reluctant .
3. neutral/indifferent ‘ . \

4. supportive (in principle)

5. quite committed (time and energy)

o~ —

6. an advocate. / ,

.

)
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" These ratings derived from the individual's description of his own response

g . v
were checked agalnst other respondents perceptions of who had advocated,

u

’ AR N
supported or re51s?d,q;he qhange. : ‘i&} :
W ’ : .

The data on ﬁotce field acmlon potentlal and effectlveness of

1

.
renewal were summarlzed usxng thevgnswers from, all respondents and the

summary data were then analyzed For force field, the comments relative
’ ¢

to each factor were summasized-and then analyzed to determine the strength

and direction of all factors as well as a total picture of the force

field. - S
.1eld ) . /
For action potential, the answers to the questions regarding y

1 ' . . o2
scope, focus and term were summarized and each component was rated low,
[ . -0 .

medium or high with respect to action potential. 'An overall measure of

-

action potential was then derived from these’ ratings.
FQr/effeCtiVeness of renewal, each' question regarding acnievement

of goals and effectivengss of“pfocess'was treated separately by summarizing

-
v

the answers from all respendents. y

- The section of the\interview guide on self-perceived change
orientation contained three items. For each respondent, the answer to
edch item was rated as either positive or negative and the number of

: o

~ DOsitive responses was recorded ‘as a measure of change orientation.

Leader behavior questionnaire. In analyzing the responses to the

Leadér‘Behavior Questionnaire, three sub-scaleyscores ﬁere«computed for

¥
v\,_

'f§%ﬁ@each respondent by averaglng the responses to all items w1th1n each . s

~ scale. A range of scores from all respondents was then, recqrded forJe

e

Y
Y

subscale. In'addition, a mean score for each item was cémputed by avexaginhg
. ’ : " . T

e i i
. - . . £ N L. ‘ (T
B . * \.} ,,' " R . ,‘»;;_;..
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~ T . . '
the responses to that item from all respondents. A mean subscale score

[y

was 'then computed.
In analyzing the responses to the supportive subscale, it became
apparent that one item, "He kept to himself“ did not belong in this.scale

for thls group of respondents, as the scores on thls item dev1ated sub-

:‘v‘

| stantially from the scores for any other item in the subscale. This item .

" : ) . ) 4
was therefore removed before computation of means. //

. oD
,Organizational adaptability instrument. The mean score and range

were computed for each item. In addition, a mean score was computed for

the scale including only items 1 to 6. : o 3 '”

)

)

However Creed (1978 108) fOund similar
“In addltlon,
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, CHAPTER" IV

SURVEY OF UNITS

‘Teh of the 15 top adminisﬁratbrs answered the questiopnaire;
#hreefof the five who did not respond provided other material whyéh con-
téiged.answers to some of the queétions.\ In one case.the retiring Dean
had just left on vacation and the new Dea vhad not yet taken office.

. In this case the Associate Dean who had also reseived the questionnaire

answered Part E. In another case the Dean was absent from campus for

two months and therefore did not respond. ’

For the four units where-three faculty members had been included

in the sample, three responded from one unit, two from each of two units,

and one from the fourth unit. For the 1l units where only two faculty
had been included-in the sample, two responded from each of five units

and one from each of six units. A description of the respondents from
~each unit is fourld in Table 3.
The above fiqures represent response rates of 67 percent for

administrators and 71 percent for faculty, the latter being higher than

- .' - ‘ ‘ ) . . . :
anticipated, although the distribution was not even over units. All
but one of the respondents answered each éection, except that only 22 of
the 34 respondents rated the institutions on overall institutional vitality

N

(Part D of the questionnaire). "Of the l2vrespdndentsﬁnot responding to

v

this item, six gave no reason, four said they lacked familiarity with

the institution, and two claimed  the task was too subjective.

~ %

A summary description of\the units (Table 4) indicates considerable

LN L e R BT iy I R e R B TR TR e

]
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TAB_LE 3
. . SUMMARY OF SUR«EY RESPONDENTS
Unit No. of No.of Respondent’s Posmon - Respondent’s Specialization No. of Years
Full-time Rospon- _ at Institution
Staff dents _ '5
1 ~_ Not 2? Associate Professor- Family Economics A 11
Available Associate Professor Textiles - 22
2 26 18 Associate Dean o Nutrition 27
3 25 -3 Dean - : Family Studies i 10
’ Professor - Foods . ' ; ' 12
Associate Professor Clothing ) : ’ 12
4 - {13) 12 Associate Professor H. Ec. Education and . 9
Communications
- 5 18 3 Assistant Professor Communications/Prof. Development ~ 13
Assistant Professor Clothing and .Textiles 25
Assistant Professor Hurpan Development/Family Studies 9
6 9 3 Director ) H. Ec. Education ‘ 5 "
Professor ) ’ " Child Development 6
Professor : g Food Science and Nutrition 8
7 5 2 Dean Nutrition . 6
Assistant Professor - Family Studies 6
8 9 ‘ 3 Director - Food Science . 13 . ‘
; Associate Professor Inst. Management 15
Assistant Professor | ] Food Chemistry ’ 4
9 10 2 Department Chairperson Food; and Nutrition 10
Instructor Textiles
10 (9) 2 Associate Professor Family Life/Clothing - 8
: Assistant Professor Interior Design C e . 8
~;§{’g54k LA 9 2 Department Chairperson H. Ec. Education 12
’ a Assistant Professor Clothing and Textiles 13
12 9 2 Department Chairperson Nutrition 2 5
Assistant Professor ) Clothing 6
13 9’ 3 Director . Foods/Consumer Studoes 26
Professor Nu‘trmon 27 »
‘14 5 2 Department Chairperson Nutrition ' 8
Assistant Professof H. Ec. Education : 7
15 6 3 Department Chairpefson ~ Foods 20 - ®
1 Assistant Professor ~  Foods ' 5 ;
Assistant Professor Clothing and Textiles . 10

.
8 or ‘each of these units, the top administrator prowded relevant material but did not complete the quesnonnanre and is
therefore not mcluded in the figures presented in this table.
( ) estimated. -
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variation among them. For example, the number of undergraduates ranges

a

from 77 to approximately 1,000, although not all the_sbudents at the

largest‘gnit are considered home economics students. The perceived

. . ~ ) ‘
vitality index and extent of change index for each unit are also recoa?ea \(

in Table 4. ! -

The nature and extent of the changes which occurred'injeacp unit
are summariiéd in Table Sl These data indicate that the areas of greatest
chanée in all units together were undergraduate programs, stafﬁ, number
of graduates, and leadership, while the areas of least change were
governance and organizational structqre. The total extent of change for \.\
thé in@ividual units ranged from lé to 29. The changes summarized in

Table 5 are described in more deiail in the sections which follow.

“
-

Inputs

£}

Mission or goals. More than half the units reported change in

mission or goals (Table 6). To be classified as extensive, the change

L

Yo

must represent new goals hased on a new phiygsophy, or a new mission
. / B .
relative to that of other post-secondary institutions. Thus, two units

reported change that was considered extensive.

Leadershig.fyﬁiqgt units had experienced a change in the person
who acted as top administrator (Table 7). In addition two units had a

change in leadership just prior to the study period.

.

Staff. Although some units had considerable turn-over of staff
(Table 8), the chanée in total staff numb®rs are not generally~large.
More significant were the changes in qualifications which had occurred.

3

"Five units reported increases in the number of staff with the Ph.D. that



. TABLE 5 _
EXTENT AND NATURE OF CHANGES . » -
"/ conversion process /

& . -

9 - 3/,

,'g ! 4 u; By
o/ & &9 °
5 4.3 k] ) §
s/ 8 4 &9

4 | 2| 3! 21| ¢ [ 2] o o]l 1|3 jo |1 2] 2 |,0] 3|28

|8 2 2] 2 (0) 025

.6 2 o**«| 3|3 1 1(.3]-0] o2 |3 1 2 4 o0 3 1125

7000 of 3[2 |2 v 3| ol o3 |NAjT |1 |1 Lo 1]8

8 | 2] 3| 31 |o |'®.] 0] of oj2 INA|l2 {3 |0 | 0| 0l6

10} o 3l @m|o 0 0 0 213 |nalo 2] o0 0 0 |13

1M g 2 110 2 o 0 0 o,3 11 2 2 2 0 0 {15

sl 0| 3] 3l0 143 of ol ofs |naj1 |3 | 2| 0} 3|22

=3

18| 28| 3422 {17 | 13| 18| 5| 438 |10 |18 | 30| 23| 10| 18

Totals]
*- extensive for graduate students, minor for undergradugtes 3 = extensive change
** medium for graduate students, minor for undergraduates '/ 2 = medium change

=» *** {eadership change just prior to study period 1 = minor change
' : ’ 0 = no change*

{ ) = mean score assigned to unit since
actual éhange unknown
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TABLE 6 -

h: Y - | CHANGES IN GOALS OR MISSION

June, 1973 to June, 1977 "
Extensive: 2 units
. 4
No. 5 To graduate community- -oriented- home economlsts missi

o)
based on a newly agreed- upon philosophy: a unified app(roach

to home economics

L<]

No. 9 Mission clarified relative to those of universities and community
» colleges; décision to concentrate on social service aspect-of
. home economics 3 Y
'f
Medium: \ 6 units
. ) N 0\ ¢ N
No. 3 . Role clarification; to increase emphasis on consumer studies,

interdisciplinary studies, practical profess&onal experience, and

(for Food & Nutrmon program) communlty nutrition

L]

No. 4 To include more current, issues in programs of study, to

|mprove utlllzatnon of resources

o \

No. 6 Increased emphasns on graduate work and trammg of extensnon
" workers C o
No. 8 Towards a réseargh‘capabffi“ty"\ ‘Z:y
No. 12 Increased intéllecfdal/aca‘demilc”épd\_:profe$‘sional vorientation.” ) )
No. 13 Preparation for profes;ional ‘cén'égr';\witﬁout ‘additional «

internship; more emphasis on careers in community nutrition

S
)

No Change Reported: 7 units (No.s 1,2, 7, 10, 11, 14, 15)

6

B o S LT LR
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TABLE 7 R I

CHANGES IN LEADERSHIP

June, 1973 to June, 1977 o

Colleges or Faculties: Three had appointed a new Dean. (one of these was just

to begin appointment). (
Total: 4 . 3 . \ .
- Extensive: 3 Two had appointed chairpersons of their ““Family’ Studies”
: Medium: 1 departments, while one-had two different acting chairpersons
' s of Family Studies while searching for a new chairperson.
Schools: ¥ " Two had appointed new directors (each with needed new
" > specializations). '
Total: 4 Two had no change during study period, although one of
Extensive: 2 ° these' had appointed a new' director just prior to~study
No Ghange: 2/¢, period. This person was given much credit for developments - .
D that had occu?reﬁ This Iatter school was about to appoint
o . a new director. . } "
. Departments: ~ ° " Three Mappounted new chairpersons. "One of these also
reported a new Dean of the faculty in Wthh the department g
_ 4 was housed, admmustratwely :
Total: 7 .
Extensive: 3 -One departm_ent had an actmg‘.cha|rp9rson (formerly the.
Mediurh: 1 - assistant chairperson) for the last/ two years of the study.

No Change: -3
9 ] Three departmepts had no change in leadership, but one of

* these had a chalrperson who was appointed juyst prior to
the study period and who was reported to have been quite -
instrumental in bringing about major changes.

3

) .
o0 / o
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'I'ABLE-&@i \
CHANGES IN ACADEMIC STAFF .
" June, 1973 to June, 1977
A = /,) N
T ‘
' Unit ° Size . Change in Number . | \
No. - A{F.T.+P.T) i {+) "~ {~) (totall | ChangeinQualifications |
‘6 1843 - 1 N +3 +5Ph, D -
6 | 9+4 3 0 .43 +2 Ph. D.
v . : : . R
7 T 5+2 . 1 .2 -1 <] +3Ph.D.
142 asst's . ‘t2asst’s
Extensive
__Change )
{30 % or 8 , 9+2 2 0 +2 +3 Ph. D.
‘| greater) / ‘ ¢
. s ¢ . . ' . |
9 1q+5 1 2 0 3 increased qualifications.
o Part-timers now have very
: 59 . . > specifip qualifications,
12 9+1 6 - 6 0 +3 Ph, D. Most have
- : o , : increased qualifications.
15 - 640 o IR B
. o R
» o
Medium 4 - ‘ 13 - unknown RN +2 Ph. D.
(approximately i L 4‘
20%) =l '
R 14 , 5+2 » 0 1 -1 +1 Ph. D.
«* ! T e
P "
. . ) ""
2 . 26+4 6 . 6 0 +2 Ph. D.
3 25+5 Sl 2 1 +1 +3-Ph. D.
Minor " g R -
L |
( ximatel )
12):;0 ' ey 1 “9+6 unknown ° +1 Ph. D. Most have
) - 0 ‘increased qualifications.’
. 13 19 +2 14 1( 0 +1Ph, D.
. r A . '
. . - . \
1 . » . rd
{Unknown
: 10 . - . ~
s
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were equivalent to 30 percent of their total staff or-greater and thus

Nt

sh . . B
considered extensive. The information on staff changes was not available
‘ , _ - i .

for two units.

* Students. Dat& on number of‘students are given for 11 units in

"

X

3

Table 9. There were greatér changes (increases) in d%hduate student .

enrollment than in undergraduate (mostly decreases). -Changes in students'
P .. ) R . -

by

..;' backgrounds'are also reported in Table 10.

el
CEaESY R ; -
59; Vi, @ T o +n o . L ; N
C Facilities. Table 1l describes the changes in facilities. Two
. . - - ’ ' ) ‘
units acquired.complé%ely new facilit®es, three units either acquired or
renovated major facilities, while two others had minor changes in
: . :
. facilities. . .
_ Research . In some cases theé improved facilities have played’
an important role, along with increasingly qualdified staff, in the
o development of research programs (Table 12). In addition to the increases

in funding and staff involved, two ﬂ%ﬁ%s reported a change in emphasis

from basic-research to more applied. - Two units repoﬁted a steady increase

Sin the'ﬂumber of reseafch publiéations (output)cdurinquhe study period

while a third unit reported that the number 3@ publications;gad tripled.

@

Conversion procdss

3 . A ) *

Organizatioﬁai structure and governance. Two units reported
D . . : > . b
changes in ffheir organizational structures. One was considered to be
“ - ) . . »

2

extensive. In this unit what had been the Hone é&gpomics Department

s j" . Q“O P a : . ; o :

. " vbecame ‘three: Home Economics, Early Childhood Education, and Fashion.

% This change.gas part of a more general reorganization within the whole
‘ ; : » ’ - .

Lot

70
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o o TABLE9 o
NUMBER OF STUDENTS ,
1973/74 t0 1976/77 ¥
Uni; Undorgfadu'ato ) X ‘ Graduate:
No. 1973/74 197475 - 1975/76 1976/17 1973/74  11974/75 1975/16 1976/77
2 518 506 475 439 36 51 47 53
. Extensive :
Change .
(40% or 6 110 18 121 - 134 2 5 8 10
over) \
' 13 |~ 184 192 198 160 a4 6 9 10
3 400 d04 349 345 20 L3 - a1 . 4
(22) {55) (33) .38 ’ ’
- Medium -
Change N -
(20 — 39%) 7 163 154 143 128
‘9 352 408 422 * 425
o ° ,
Minor . )
Change 8 73 76 69 82
(5 — 19%) :
B ‘
11 212 193 193 215 0 (] ) 0
T2 189 231 234 191 o ) 0 0
No - {°
Change
{under 5%0 14 93 70 82 86 - 0 0 0 0
R ; \ i
. i
- ! « N
5 §_’so/ 75 .74 77 0 0 0 0
“ 1 ‘
’ Q b i ' C
. 4 X i
Unknown 1 il
5 < i
IR 10 , \
.o : N
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. TABLEJO |
CHANGES IN STUDENTS’ BACKGROUNDS
. June, 1973 to June, 1977
Y. : & ' ‘More St‘udonu
. with Post-
Unit’ More Male More Mature Secondary
No. Students | Students Experience Other
1)
¢
Extensive 9 X - More urban; higher sociq-econo-
~ o miic status; all have grade 13.
2 X %, . )
e ne
¢
1 77 ) ;
Medium . : 3 - T
1 : » X
. A
12 X ) X . X
1 X ' g / v
3 P L ) : C More sophisticated, less tradit-
' ‘ ) . N ional orientation to home
. oo ¢ economics.
!
4 T ’ . ) " More foreign students.
Minor
L 5 ¢ X ‘
6 S X /
A ] |
15 s X k
\ i
8
No | o . ; ' E
Changes 13 : ) . - . ‘
Reported . ’ . .
14 : é'“‘ffi
6 3 i
‘ )




TABLE 11 - Voo
CHANGES IN FACILITIES o
_ Jhne, 1973 to June, 1977 Y
Extensive Change: 2 units e o
No. 14 New facilities on main campus (had previously been Iocated ““
three miles away) ' o ‘
No. 15 ' Complete new fécuhtles wuth more modern laboratory and .
/, research facilities B
Medium @hkange: . 3 unlts ' ' ’ g
" No. 3 . Much additional effice and |aboratory sp&e ; two dlwsuons
' " outsude mam building .

Renovatnons in main bunldmg to accomquate third dwnsno
. .
. No. 4 w Renovation of several Iaboratorles, classrooms and office
- " 5, . Space N - ) .

« A new resource cent

@ ) ° g N o |
No. 10 & %“’“‘% . New food science _and nutrition research laboratories
inor Ghange: 2 units e : L Toa g
No. 6 ° ”, - Renovation of a textile laboratory
? B : : o o
s No. 7 ? Gave up Home Management House &
No Change Reported: 8 units (Nais 1,2, 5, 878, ~1@}«;;%;;;‘123,) ‘
¥ . One of these units has a new building under construction;,
‘another has new faculmas planned
. I . j‘n
/ a3
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Extensive Change:

» Medium Chaqge:

J

TABLE 12
CHANGES IN RESEARCH INPUT }
(Outside Grants and Number of Steff Engaged)

June, 1973 to_,June, 1977

No. 6

j No. 7

No. 14
3,

)

No. 1

. No. 3

- No. 12

Minor Change: ‘. 2 units

No. 13

No Change Reported: 7 junits (not given for 1, not appHcable for

‘\.No‘_. 2 . N

- . 5

3 units

. ¢
Fundmg has doubled; an increase in the number of faculty
engaged - (have really just begun to do research but are now
.working on several projects)
ng@'zs) S

Two faculzty have fundmg, none had fundlng prior to 1973 .

Fundmg mcreased substantlally — two large grlants from one
~.source ;‘ ,
ey ;

""wﬁb -
~ »

3 units
~Gradual increase in fundmg, more emphasls by all fac‘IRf’

Steady, substantlal increase in grants; steady |ncrease in
number of faculty engaged ol

)

More staff mterested some ficrease in funding (two large -

projects) - (

»

Incréased number of faculty engaged; some decrease in
fundmg - /

Increase in research effort

-~

Y

A
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1nst1tut10n at a t%me when some departments were to develop new degree

A

programs while others_were not. o

El The second change in organlzatlonal'structure was conSLdered to

be medium. The unlt chaAGed from school to faculty status within the

univ@rsity?at a‘timenth%hall schools in that university changed to °
i 1&' -
facukti@s This structural change was accompanled by a change in name
a,v‘gu"‘ L P : .
from. School of Hdusehold Economlcs to Faculty of Home Economics. The
position of associate degn was creage andrthékreiaﬁlonshlps among the
R TS - L Bl . o )

dean, associate dean, administrative of ficer and administrative assistant,

as well as those between administrators and the faculty council were

clarified. The basic relationships among faculty, chairpersons and dean .
. s .. s . ‘

T 'ﬁsgij9KManged. . ’ A o .
. g _ C

‘Three units reported changes in governance processes and structures.
\ ' ' ' ‘

One unit reported greater use of faculty counoilsfand that more committees

had been formed. A seccfid unit reported greater student4involvement‘in

‘committees and that processes and structure had becomé a little more

formalized: Whewwn:ed the dlscontlnuance of -a student-faculty

llalson committee. ™ Y
. o

.—1” . '»‘ ™
Undergraduate programs. All units reported changes in their
‘ e = |

undergraduate programs. Nine of these were classified as,extenéive,
o - ‘ . |

-

. s ; : R . : ’ e - .
, five as medium, ﬂmneﬂf as minor.  Two units had completely revised their
cour se offerlngs and all but two reported that courses had been dropped

“//\;r’added}‘ In seven of these cases the changes were reported as part of

a major restructuring of programs and in two additional cases specializa-=
H ’ :

tions were either dropped or added. .

75
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Several trends which weére aéparent in these program changes are

summarized in Table 13. Many of the program chénges were in the areas of
family and/or consumer stgdies. One unit,added concentrationsvin both"
family studies-and consumer stud;é§. uTwo units added new family studies
programs, while oqe“of theseialéo reported an incregsed.emphasis on f R
consumer studies within all prégrams. A fourth Qn%g'féported an increased

'

.

emphasis on both family studies and copnsumer studgg% within its programs,
whlle‘anqther unit had proposed a newAfamlly$§n§§5ﬁ%§gmef‘stpdlgs major.

Four units already h;ﬁ pro@r?ﬁ%fMﬁfCﬂféméﬁésize one‘brﬂz%kh‘éf family .
' studies aﬁdfd%ﬁéumer studies. - ' §@1§.=
R ¢ F ey .
’gaz;e of these, which

Ninecbf the 15 units offer general.pfogra
. S

was added during the study period, emphasizes extens¥on work. One unit
which has restructured its general program, has based its entire new

' . ' R 3 ) 3 '- . ’ ’
curriculum on a unified approach to home economics. This unit also

v

offet; a/professional.course £8r all sEudents. Anotherxgnit, which has

LA y . ' ‘L
-discontinued,its general program, has developed a new home economics
course to introduce students from all’ programs to the broad field of :
home economics. . ‘ : e

- .

Six units reported adding inferdiséiplinary‘progtams to their

P
S

offerings. Three of these units were in food service administration,

two df Which were actual}y offered by another faculty with’the‘cooperation
, : ‘ N , .

©

\
_ » ) o . . -
of the home economics unit. Another is an interinstitutional program in k

food-science. At one unit, the cldéhing and textile majors now require

a minor in either business- administration er home economics education.

s :
The si%th unit offers combined honours home economics and. communication
arts and combined honours home economics and psychology. In addition two

A
. . . . T : '
units reported offering new interdisciplinary ‘courses. .

\ﬁ.ﬁ‘.
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TABLE 13

rTURE OF(UNDERGRADUATE PROGRAM CHANGES

Type of Change %’ : o 'No. of ~UnitS'

Family and/or Consumer Studies ﬂ 5
Prbéram or Emphasis Added A -

General Programs or Courses - 3

) Added -
. A
Interdiwphnary Courses or . e _ ' 6
«  Progréms Added ‘ <,
Practicums and/or ‘Independent ' . 5
-Study Added o ' .

Four-year Programs I(\tfoduced ‘ 5

2



[

Five units réported increased practicum or field work experience . |

in their programs. Two units had integrated the dietetic Lnternship'

'
I

into their undergraduate programs. Another unit has introduced practicums
. : i

in each program. This same unit has also added independent study courses.
A fourth unit reported increased practicum time for home economics educa- .

‘tion majors, Whileﬂthe_fifth.unit reported more emphasié on field wo?k
in_the foods and nutritiqn ;rogram.

: Many of the courses added were upper-level Courses. Thid is
»in keepingjyith ;h;rfinding.§hap five unif??tad.chénged from tﬁreé-jéar

1 ap”
A

-

to four-year programs, although in two of these units thé fourth year

is optional. Other changes in program requirements included more ogtions,
changes in type of sc}ence;éouﬁses required, different coré course

. AN

requfremEpts'qu the introduction of progressibn standards.

+ . - . " - Y4

54

Gfadua&e'programs. The chddées in graduate progfams’(Table 14)

were not as numerous as those in undergraduate programs, partly because

»

many units do not have graduate progfams. It is also possible that some
of the programs were developed just prior to the study period,.and would’

not yet be ready for major changes: Two of the changes were considered

to be extensive. One unit has added a Ph.D:‘program and has planned a

new interdisciplinary Master's| program. The §écond unit's new Master's
. | - o

. -

ﬁiogram could be considered interinstitutional since students are given
. ! iy P '

»

credit for -advanced courses taken at other recognized home economics '
L} .

units. . Its residence requirements are innovative: candidates are allowed

.
.

to alternate intensive présence on campus with home-study and tutorial.aid., )

i
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TABLE 14
CHANGES IN GRADUATE PROGRAMS

June, 1973 to June, 1977

Extensive Change: 2 units | \

No. 5 —lntroductton of Ph D. program in \nutrmon including
community nutrition ' |
‘—Planned introduction of a master’s program in family
- studies — an interdisciplinary program with the Education -
Faculty (requires only final steps in university approval
_ process) |
Nog. 6 —Introduction of a master’s program with three
specializations: foods and nutrition, textiles and clothing,
and family life orgahization Students may aiternate
© iptensive presence on campus W|th home study. Students
" may select courses in their chosen SpeC|aI|zat|on from
other recogmzed universities

w s
...Minor_Change: - 3 units
No. 1 ' —~Specification of number of courses required ‘
' —Gradual increase-in the interdisciplinary nature of programs
No. 2 —Increased grade point average for entrance in one program
' ~More faculty available as advisors in family economics and
management program - ’
No. 3 —Changes in course requirements >
—Introduct|on of new courses as programs have evolved
No Changes Reported: 3 units (Nos. 4, 11, 13) - .

Not Applicable: 7 units (Nos. 7, 8, 9, 10, 12, 14; 15) -




Instructional processes: Twelve units reported change in instruc-

e

tional processqf'as recorded in Table 15. None were considered to be

exté&nsive. Six units introduced team teaching, while three introduced

I3

practicums, three introduced the use of learning modules, two added
-
independent study, two increased their use of communpity projects and

three increased the use of audio-visual resources. -

b
b

Outputs - - -

4

Community service. Nine units,reported some change in their

- . ’
service to home economics professionals -or to ather sectors of the

. -~
»

community (Table 16). N\ .
) ‘ \‘. “

Graduategﬁy The number of graduates for each year of the study
period is given in Tablg 17. The classification as extensive, medium,

or minor was based on changes in the number of graduateé_from the under-

graduate program, since the number of graduates from graduate programs
] ’ !

tends to be sporadic.- Iﬁ(contrast to the enrollment figures (Table 9),
most of the extensive changes are increases, as the ehrollment decreases

are not 11ke1y to show up in graduate flgures for a few years.

.

- The findings with respect to opportunltles for graduate employment

¥

are notable. "While five units reported fewer opportunities in traditional y

_areas such as dietetics and teaching, eight units reported that they were

. : |

LN s‘ 3/“’“"

fe

vl

"were gg%nq successfully placed in such

1' 1?\

1

<

undergraduate programs reportgd 1ncreased ellglblllty ‘for post-graduate

o

study, C.D. A. certlflcatlon and Type A teaching certification in the

80,

©



" TABLE 16

CHANGES IN INSTRUCTIONAL PROCESSES
"June, 1973 to June, 1977 "

Ty
{

“ Learning lnc-,.d » ,
Practicums| Modules | Team | Use of A.V.iindependeny
Introdu Introdu Teaching | Resources Study Other ya
N .
X X X 3,
X X X X
Medium 5 X X
-
J P 3 i}
8 5 X X senior .
project
!
‘ .
1 1 W CX More community projects j
, i o S
l . , » .
i 13 x ,
1
. i
| |
| 4 x J More use of guest lectures,
; role playing and modified
, contract learning in one course.
. 6 :x . W.‘ i
o !l
7 More community projects |
. |
Minor == .
‘9 "X Contract grading i
! |
|
. |
12 X Use of laboratory assistants i
» o 1
" |
15 ° ) Use of senior students as ‘
’ ’ . e laboratory demonstrators
I S ——— 4 1s - b : .
A W ' ) F
1 ! Y
ange
No Ch 10
Reported
' 14 'g s ! 2
—— 4
3 3 6 3 2
L _— - ‘

@
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TABLE 16 .
! CHANGES IN SERVIC COMMUNITY //[
June, 197% to June, 1977 | o
Extensive Ghange: 2 units i ‘ ‘
No. 4 Home .Economic§ positions.in University Extension are being - o,
phased out. University will now service the professuon who
will service the cofnmumty -
No. 15 B . Homemaker Service Program developed jountly with the
" Adult Education Department ' :
« ’ : e
“Medium Change: - 2 units v }
No. 3 With -alumni assocnatIOn and provincial professional assoctatuon
jointly initiated annual Update Seminar for graduates and _
> members of professnonal organnzatuon : S,
\_/ No. 9 lnmated upgrading for diploma graduates, and contnnumg
eduéatlon courses for dietitians and teachers
Minor Change: 5 units , ) - ' :%
‘ s : Tl , 9 ‘
No. 2 Increased faculty involvement-on volunteer boards of o
community agencies,
No. 6 | More time spent in educational radio
No. 7 ' Faculty have acted as consultants regarding home economics.
education and Hietetic services in local area
No. T2 Most courses available to, and one course designed for,
‘ non-majors; courses free to senior citizens .,
No. 14 . Faculty have consulted with local‘ marketing .boards !

Lo .

No Change Reported: 6 units (Nos. 1, 5,8, 10, 11, 13) .~




. TABLE 17 . ;
td - NUMBER OF GRADUATES' . :
. w | 1973/74 to 1976/77 \ ;o - .
' / Unit Urdm&fmtr?rmm " \ . Graduste Proﬁlm ‘
! No. 1973/74  1974/75. “1976/76 1976/77| 1973/74 1974775 1975/16 1976/77
' 5 : ' \
. _ i " * 4 E
8 24 2 15 36 0 0 0 0
P o < ,
L]
\ N Ny .
9 47 83 ) 90 . 0 0 0 0
Extensive \ i
Change . .
(40% or 12 a8 '59* 40 52 0 o} 0 0
over) A N ;
\ .
13 22, 52 o 54 52 ] o ) 0 0
B ”\
| L '
15 36 20 18 18 0 0 0 0
. | ‘
b ,
l‘
6 21 19 23 26 0 1 3.3
i Medium. i n 1
, o : )
+ " Change . ) =
5 (20 — 1" 64 © 58 67 . 45 2 2 6« 41
©39%) , : g
o ‘ i © e A
i 14 22 15 22- 14 ) 0 ) 07 A
i . I
L 3 —
_ \ !
2 108 ‘86 121 94 3 .7 10
I , “( ?
I Minor . \‘ v
| Change 3 73 86 83 78 10 5 10 9
I 5 —-19%) '
: 7 39 40 44, 33 0 0 0 0
. .
1 . A
4 ; . . }
Unknown ' \ . l
5 P
|
& - £ v
M *
v




*®

TABLE'A8

CHANGES IN GRADUATE EMPLOYMENT

~June, 1973 to June, 1877

increased eligibility for
postgraduste work,'

Fewer opportunities.

Broadening of

Unit C:D.A.,',"Typo A" in traditional sreas opportunities in non-
) No. teaching certificate (dietetics, teaching) traditional areas Other
Ed . ¥ B
I
~ i )
Extensive 9 X - X government and
i . social service agencies -
S ‘ f
"2 < X graduates com-
A ' . , pete more suc-
. cessfully in the
2, . job market
1 X X business
2 4 . X more Opportunities more teaching
, for family studies jobs but rate of
graduates; more retail- increase is
ing and industry jobs decreasing
for C & T gradusates. S
. 3 . X ‘I X human service deli-
- - very; merchandizing,
o museum work; con-
sumer affairs depart- '
. - ment .
|
Medium 4 X
5 X X
11 X business
3 13 X apenings for dietet-
3‘ ics graduates in comm-
¥ unity health agencies
15 X consumer affairs;
. welfare agencies
x P
- i
. .
"~ * )
4
Minor 7 N X
T
N 6
No
Change 8 .
" Reported \,, ¢ !
1 0 3 ) p
14 . )
2 5 8
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’

Provinée of Ontario. These findings are most meaningful when compared

\
3

spportunities for employment reflect quite closely many of the revised
N - '

to the changes in mission or goals reporﬁed in Table 6. The changing

*

mission or goal statements.

statistical Analyses

The relationships petween both extent and nature of change and
structural or contextual factors are summarized in Table 19. The only

factors significantly related to the overall extent of'change index were

size of uniﬁ (rho = +0.38) and size of unixgrsity (rho = +0.37). Thus

5

mare change tended to occur in the larger home . economics units ;and the

’

larger universities.

Institutional gitality index was related to changes in leader:
. ~ ! ]

ship and in number of students. The higher the index, the greater the

change in these two aspects.

' Fs
conomics units reported greater changes in

e

The larger home
leadership, number of s‘udents'and opportunitieé for/ graduates, while
greater changes in facilities and research funding were reported by the
: . = . " .
smaller units. ©nits from the larger universities reported greater
changés in goals andlinstructiohél processes, while those from the
smaller universities reported greater changes in facilities and research

. - ] R
. funding. .

. : -~ ’
The clder units reported greater change in number of students
- ' .

~while the newer units reported greater change in research publications.

More changé in undergraduate pgograms was reported by those units which

v

had undergone organizational restructuring less recently (i.e., by those
; . .

reporting higher age as presently structured) .

.
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/
- - TABLE 19 ) .
RELATIONSHIPS BETWEEN-EXTENT AND NATURE OF
CHANGE AND STRUCTURAL AND CONTEXTUAL FACTORS
N : Summary of Findings
Extent of Change Nature of Change *~ N
"‘ Index .
| -
/Institutionﬁl Vitality non-significant ** Leadership
Rank Index {+) **Number of Students - X -
Size of Unit rho = +0.38* = s Leadership ! *
- ' ** Number of Students - B
** Facilities
*Research Funding
Y - *Opportunities for Graduates
. m. ‘(
7Y s ) -
‘ Size of University rivo = +0.37** *** Goals ‘ .
*Facilities
i *Research Funding
** tnstructional Processes
3 . ' Ay
‘ Age of Unit non-significant **Number of Students
(=) *Research Publications
AY T - —.
. ~
Age as Presently non-significant ** Undergraduate Program
Structured (=) ' N ]
-
\ﬁ,\\
Level of Autonomy ‘non-significant *Number of Students \
™\

Organizational
Complexity

Existence of
Graduate Program

non-significant

non-significant

aOr]ly significant results are reported

*p<
**p (.05
.01 "

37

""Numﬁer of Students » | . \\A

>

*Staff
*Opportunities for Graduates
*instructional Processes
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Greater change in number of students was reported by the more
aﬁtonomous énd the more organizationally éomplex units. Those units
which have graduate programs repo;ted greater change in instructional
processes and 6pporéﬁnities for graduates, bht less change in staff,

than did those units without graduate programs.
© 1]

«

%



CHAPTER V

» »
CASE’STUDY »
” .
Description of the Unit . . .
w The unit selected for cas% analysis was No. 5 (see Table 4, p,mdﬁyg'

o P “
N?’"' "@« ‘
. Arts, ‘with the Schodl's Dlrector belng responSLble to the Dean o;

There are no formal departments or divisions within the School,‘althoggh

ingormally-there are two divieions—-humanvputrition and.family scienees.
‘Prior to the study peniod, the School offered two updefgraduate
progfams—-a human nufrition prégram_and a famiiy %eience/general program.
The decision had ‘been made several years ago to‘develob streﬁgth in the
human nutrléhon area flrst and then to develop the famlly sciénce area.
‘-

Thus, the past director had been a nutritionist and by 1975 the human

nutrition program had been quite well developed, to the extent that both
. ‘ .
Master's and Ph.D. programs in nytrition were offered. .

i
ot

‘Introduction to the Case >

In 1975, it was felt by the members ‘of the School and by unlver51ty
dministration that it was time to developdthe family science area. Thus,
Z new ﬂ&rectog with a background in family science Qas appointed by the
_Dean. When considgring the pésition, the Director had eeked for written
statements from facﬁlty members regarding their perspectives oe the goels
and objectives for the School and for themselves. On the besis of these

statemehts and personal interviews with faculty members, he had satisfied

88
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L

>
'

himsélf before accepting the position that there was a‘réasonably high
potential that members were ready for such‘a development and that they
were willing and able to work together toward such a goal. N
The straﬁégy chQSen by the Director was to'appoint curriculum
review committeesiﬁége for each division) to thoroughly‘review the
present curricula and bresent propqsalslfor change. The committees,
thch included. student members, were to inter&iew each faculty member. N
Tn?ir repqrts Qére‘tf be presented to and discussed by all facuf@y in
th;\gEﬁsgi. approved changes would‘then be forwardedwﬁo‘the Faculty
Curriculum éommitteé and thréugh thi; committee to the Faculty and then .
to the Senate Curriculum Committee beforg-beiﬁé finally approved} (Tﬁis RN
procedure for taking curriculum changés beyond the School was well out-
lined ig university-pqlicy.)
The process under study therefore began in the fall of 1975 when
_ | § _ , [ T
the newly appointed Director appointed the curriculum review committees.
The Director was an ex-officio member of each committee but gave the
members considerable freedom tq act. The family science cur;iculum“ ~
committee developed éé a framework a phiiosophy of home economics as a
unified field. Their goél for change then.became to develop a curriculum’
which reflected that philosophy of home economics. | -
The'repért of the family science curriculum commitéeg consisted
oﬁ a statement of philosoph? and suggested new curricula for both a

gene;al prodram ‘and a more specialized family sc1ence program (see summary,

Appendix X). The report was circulated among all faculty at the Schoel .

.

~
and was then discussed at a meeting of. faculty where it was accepted

internally in the spring of 1976. Proposed changes in the human nutrition

«



program were related to the developments in family science in that they

included a greater emphasis on nutrition education and community nutrition.
4

The proposed changes

Committee, then to the Facul

'

were forwarded to the Faculty Curriculum .

ty and then to the Senate Curriculum Committee

before being flnally approved:. The new curriculum was raady to be imple—

3

mented in September 1977  with the exception af one course which had not

')

peen ‘approved by the Faculty Curriculum Committee.

In additiop to the a
were suggested by interviewe

1. the provision of homogen

2. closer interaction both

N

School and other parts o

3. ,the recruitment of diffe

4. preparation for proposed
5. change in name of School;
6. greater recognltlon oﬁ_t

apd by colleagues across

7. some personal goals such

<

Description of Interviewees

In gathering data fo
faculty members were intervi

‘who had been on staff during

fall, 1977) except for two who were on leave at the time‘of the intervi

The. Director plus one of the

greed-upon goals, several secondary goals
es.»*Tﬁgse included:
elty and an identity for the famlly science

time maintaining integration in the
19

between the two'divisions and between the
f the university;
rent students;

new graduate program in Family Studies;

he School by other parts of Ehe university ’

L4

Canada; and

v

as strengthening own areas.
. .

r the case analysis, the Director and ten
ewed. This represented all full-time faculty

the full period under study (fall, 1975 to

faculty members interviewed were new at the

ewsS.
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beginning of the period while another faculty member interviewed had

arrivied during the period. Four of the faculty members were in the

family science division, five were in the human nutrition division anp
|

one was considered to be in both.

Goal Hiatus, Goal Intensity and
Response to Change Goals - ‘ ‘

All respondents agreed that a cﬁange in thg-suggested direction
was desi:agle. Tﬁe fatingé assigned‘to'each responéent for goal @iatus,
goal intensity and response ta change goals are summarized ig Table 20.
With ?especz to ﬁhe goalvhiatus of the stated goal (a new curriculum
which reflected the philosophy of home economics as a unified fielé)‘all
respondents felt this goal was achievable but many felt it woulditake
considerahle effort. bThose‘who thought it would requiré co;siderable
effort suggésted that a true understanaing of the philosophy-upderlying

x . \
the new programs wauld be difficult to achieve. The majority of res-

pondents also felt that the goal was both Qery important and urgent (i.e.,
very high géal intensity), ;lthough some suggested that it was not so
urgent that it should be rushéd‘through without caréful planninq.

Maqy of thensecéndary goals identified by interviewees were
related to and supportive-.of the statéd goal, while some were neithér
related nor supportive. These goals, however,’as théy were mentigned .
by tﬁe réspondents, were mostly seen to be very impo?tant, buﬁ generally
ﬁot as urgent as the main ghange goal (i.e., medium to high ;oal intensitY).
They were also se&g as Eeing achievable, some %ﬁth conéiderable effort.

The response to change goals was generally very high. Five

respondents claimed to pe advocates of the change goal. In each case the Vv

-

q
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TABLE 20
¥
GOAL HIATUS, GOAL INTENSITY AND RESPONSE
Respondents | . . Stated Goel - Other Goals ] Response
Hiatus Intensity Hiatus Intensity
PN SO PO USSP oo Lo R S e
1. 2 Very High 3 High 6
. !
. -’
2, 3 High 2 Very High 5
3. 3\ Very High 3 ~ Medium 6
4, 3 Very High - Med-High 6
ollater 2)
.
5. 3 Medium — — 4
[ -
6. 1-2 Low-Medium 2-3 Medium 2-3
7. o2 Very High 2-3 High 6
(later 3)
8. — Very High — — -4
9. 3 Very High — - 6
10. 2 High 3 High 4
{later 3)
11, 3 Very Migh - High \ 6
{later 2) B 4
. < - -
Hiatus:h 1 — Small - Response: 1 — Opposed
2 — Real but achievable ! 2 — Reluctant
3 ~ Achievable with considerable effort » P 3 — Indifferent

4 —~ Very large

4 — Supportive |

6 — An advocate

in principal}
5 — Quite committed (time and energy)
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seltf-rating was supported by other respondent:, In addition, one

respondeht in the human nutrition division who is rated as an advocate
. ' *

suggested that she was an advocate of the change within her own division,
¢
put since she lacked knowledge in the area, did not commit much time and
. .
energy. Two other respondents, one who rated herself (with support

\

from others) as quite committed and one who rated herself as supportive,
also claimed to lack the knowledge to be - true adyocates.

Only one person gave a self-rating less than supportive. Three
other respondents suggested that this person's reluctance was based on
very practical reasons relating to the)difficulties of implementation.
Only one person with a self-rating of sqpportive or higher was ra£ed as
~reluctant by one other respondentf In fact, most respondents felt that
among permanent staff there had beeh no‘true resisters to the change.

. ,
Although there was considerable support for the change, some respondents

sensed that some others did not vet truly understand the underlying

philosophy.

Action Potential of Renewal

Action Potentldar »- - ———

Strategy
Respénses to the items regard%ng the focus, scope and term of the
renewal stgagegy are summarized in Table 21. Although some respondents
felt that the scope of the change was the whole School and that the change
might indifectly affect other units, the majority (nine of 11) felt that

the scope for change had been primarily one division. The action potential
- o

was therefore rated high by the researcher on the basis of/éé;pe.
v . .
Respondents agreed that thermain focus of the strategy was the

undergraduate curriculum. However, several other components were identified
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TABLE 21 '

SCOPE, FOCUS AND TERM OF RENEWAL STRATEGY

Strategy: Appointment of gyrriculum review

committees th to approval
by Senate Curriculum Committee Agtion Potantial
Scope: Primarily one division High

“adirect or minimal etfect on second divisigh
and on other units (e.q. Education)

Focus: Mainly on undergraduate currnculum Low Medium
Also involved--

goals
students
faculty
feadership
graduate program
instructional processes
quality of graduates
research output
facilities

Term: Most expected a two-year period, and Medrum
considered this to be reasonable time
for the task

Overall Action Potential Medium-High

e [
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TABLE 22
_ ’ - .
FORCE FIELD AFFECTING RENEWAL‘STRATEGY
Positive Forces .. Negative Forces
' _ ¢
V?i'thin : — Readinéss for Change — Differing philosophies and
School — Leadership interests _
— Desire for excellence » — Faculty Workload
— Petceived need by students o - Sepération of Facilities |
— Committee’s enthusiasm and — 1l health of key personnel
expertise
— Availability of Qualified ‘
Staff
L}
Within — Very visible support of Dean — Lack of resources for new
University — Support of President ‘ program components
— Commitment of resources for — Lack of understanding of B
.
hiring qualified staff™ hofme economics by ¢olleagues
— Expectation of new building
in near future )
. — Clarity of policy re procedures
for curriculum change
Within — Perceived need by recent — Traditional view of home
Community ~ grads and perspective economics within some
students o segments of community

B

and profession.




Possible Range: 1.0 to 5.0

J TABLE 23
o /' LEADER BEHAVIOR SCORES  » .
5
’ 7 . / Mean Response
’ {n = 10)
Instrumental Leadership ltems i ' \
He let faculty membaers know what‘was expected of them. 4.1
He decided what should be done and how it whould be done. 38
He made sure that his part in the group was understood. 4.6
He scheduled the work to be done. ' 3.6
He maintained definite standards of performance. 4.0
He as’k‘ed that faculty members fol_low standard rules and regulations. 4.0 /
Hev‘e‘xplained the way my tasks s’hould be carried out. 30
vS:caIe Range: 2.6 to 4.9 39
Possible Range: 1.0 to 5.0
. |
Supportive Leadership Items® \
He was friendly and approachable. 42"
He did little things hto make -it pleasant to be a faculty mémber. 3.8
He put suggestions made by faculty members intlo operation, 4.3
He treated all faculty members as equals. ° ' 3.8
He gave advance notice of changes. 4.0
He looked out for the personal welfare of members. 4.0
He was willing to make changes. 4.4
He helped me 0\‘/ercome problems which stopped me from carrying out my tasks. 3.6
He helped me 'make working on my tasks more pleasan; ® 3.6
Scale Range: 1.8 to 4.8 4.0

Participative. Leadership 1tems

When faced with a problem he consuited with subordinates. 4.2
Before making decisions he gave serious coasideration to what faculty members had to say. 4.4
He asked ;aculty members for their suggestions concerning how to carry out assignments. 3.?3
Before taking action he consulted with faculty members. 4.1
He asked faculty members for suggestions on what assignments should be made. 3.9
Scale ' Range: 2.2 to 5.0 4.1

Possible Range: 1.0 to 5.0

*one item from the House 'and Dessler scale has been removed

\/\/\
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loglcal that the family sc1ence program should also become so. In

addition, it was alleged by staff that many studentgkpercelved a need

o

for a new type of program.

The curriculum committee was given much credit for the develop-

ments within the School. The committee. members displayed a Qreat deal

of enthusiasm for their task and were able to work well together. The

committee felt it had‘theApower to make things happen and members were
_ ) o
given time to do their work. In addition, one member of the committee

had previous experience with a similar process elsewhere and had already
devoted much time and effort to developing a philosophy of home economics.

Another p051t#§§‘ﬁorce was the fact that as ?aculty positions
opened, the Director was able to find énd attract well gualified persons
who could help to implement the néw program.

The dlfferlng philosophies and interests within the School were
not seen as hindering the planning of the new program but were seeh by
soﬁe as making implementation difficult. ; heavy faculty workload made

the task of the committee difficult and was also-seen as hinde:ing

implementation, since the new program would increase the lcad for some.

. Another negative force was -the separation of the faculty into two buildings

and the resulting lack of inﬁeraction among faculty. Finally the ill
health of the 6irect0r and one member of the curriculum“committee at the
time of implemenéation was seen as a éossiblé cause for slower progress
than might otherwise have occurred.

Although the number of negative forces within the School was

almost as great as the number of positive forces, the positive forces

were assessed by the researcher as being much stronger and on balance the

1

force field within the School was seen to be positive.



< : . D
Within the university. The support of qéig\the Dean and the
' President was sensed by most members. The ﬁéah had been especially

. /‘ .
supportive. Because of interaction wfth both the past and current
. -

e

Directors, it was sensed that he understood and believed in the chénge.

v

The President was supportive in a lesg direct manner. He had been Dean
2 o
wben the decisfén to develop family science was made. He had indicated
‘that he‘dés in favér of incorporating study of the family into home
economigs ratper than into ofher programs. |

| Resources had been committed for‘the hiring of well qualified
staff. Although the proposa}bfor changes in the Family Science program
had explicitly stated that no~i;§rease in faculty would be rquired by
its introduction, unfilléa positions in the School had been‘left open
during a‘period.of considerable financial pressure on the Dean, while
some  positions in the university had beeh frozen. 1In addition, a new
building whicﬁ would give t@e School;thé necesséry facilities was expected
in the near future. A few,gespondénts ﬁelt, however, that support from.
administratioﬁ did not include funding for new program components (for
‘example,.placements fbf the Community Nutrition Internship, which had
“peen planned prior to the proposed changes in Family Science and haé
since beentébolished and replaced by a Community Nutrition specialeation
at the graduate level).

Another positive force was the clarity of the policy regarding
procedures ﬁor curriculum change within the university.‘ However, it was
during this part of the proceés that some of the most negative fgrces were

in effect. Many respondents reported a perceived lack of understaqﬂing

of home economics by most people outside the School, including members of
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the Faculty Curriculum Committee. Some departments questioned the content

of some proposed cour;é; and the - right to Eeach them within‘héme economics.
Both the strength and number of positive forces within the uni&er;
sity were apparently greaterltﬁan the negative forces, and therefore the
force field within the university was assessed by the reééarcher as quite
positive. - . - o | ' .

[
Y

Within the community. The positive and negative forces within

the community appeared to:balance each other. A perceived need for a new

program by some segments of the community, especially recent graduates

and prospective students, was reported. A traditional view of home

economics held by some segments of the community and the profession was

reported as a negative factor. . i

°

Ssummation. When forces within the School, other parts'of the ,
univéréity, and the community were considered together, the resulting

. N
“force field was seen to be quite strongly positive.

Effectiveness of Renewal . .

A number of items were discussed during the interviews in order
to assess the effeqtivenéss of the renewal process. In the following
section the responses to each item are summarized.

Item: The agreed-upon change goal was "to develop a curriculum
that reflects the philosophy of home economics as a unified field
including a strengthened family science program.” In your opinion,
to 'what extent has this goal been achieved? Explain.

The majoriﬁy of respondenfs felt that the goal had been largely

o
accomplished in that an appropriate curriculum had been developed. Actual

extent of accomplishmenﬁ would depend on full implemehtation. The family



science area had definiteiy‘been strengthened, with more options available
,rto student;,Aalth0ugh gqmé learning about the new prograh was still taking
§lace,_and some chéngeésmight still be necessary,-especially regarding
the scheduling of éoursesbin the prégfam. Sﬁudents_in the old progfams
5equired fairly‘extenéive counsellingtin ofder ;o adapt to the new prdérams.
Regarding the community hutri;ion'emphaéis, the first student; had
just entered the prégram, so that no evalua;%on wéé yet poséible. Héwever,
one respondént felt that the goals for the'hdman nutrition program would
t;ke'a‘long time to achieve. - |
Some respondents felt that the unified field concept was still

not well understood, especially by students, and concern was expressed

that if the one professional course that was to be compulsory for all

students did not become so, the philosophy would not be'implemented.
There were plans to begin an ev§luation of the programs during

the first year of implementation. : : .

Item: To what extent have the changes been implemented as planned?
New faculty with appquriate 5ackgfounds had been appointed. .
Some} but not all of the newvcburses had been offered in the first year
of implementaﬁibn. However, most respondents felt tQ%t t#e pfoqram had
. been implemented with the exception Qf.two courses, one of which had not
yet been approved Ey the university and therefore had to be offered in a
modified way. Infléxibility in the first and second years of the neQ
programs had creatéd difﬁiculties for transfer students entering the
prodramq,in their second ygar,‘with the result that many students were
‘not takggé the professional course that was meant to be compulsory. Some

planned changes in teaching methods had not been implemented since their

i
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implementation was dependent upon new facilities becoming available.

It was found to be necessary to screen students for the new family

\

science program on the basis of underspahding of and appreciation for the

objectives of the program and how &hese’objectivésmraiaeed’fawtheir own

personal goals. ‘ |

Item: To what extent havé other unstated goals been achieved?
It was felt by the one respendent who had identified it as a goal,

that an identity within family science had beenachieved to some extent

and that integration within the School, although not total, had been

5 -

' 4 .
achieved to a realistic extent. Another respondent felt, that interaction

.

bgtﬁeen divisions and with other parts of the university was still at a
very early stage and that.the;e Qas still a long way to go. Another
suggested that i; was difficult to evaluate yet how thqﬂimage‘of the
School had been affected.

Several respondents'had mentioned preparation for a graduate
program in Family Studies as a’secondary goal. The development of such
a program haé peen achieved in cooperation with the Faculty of Education,
but the proposed program'ﬁéd not yet rece%vgd final approval at higher
levels. It was felt that graduates‘from tﬁé new undergraduate program
would be prepared to enter such a gradu?&é pfogram; However, one respon-
dent felt that they had noé yet attractéd a diéférent type of studenﬁ.

A chénge in name for the Scﬁdol had not really been discussed,

-

so that not%ing had happened in this respect.

Ttem: Have there been any other beneficial outcomes?

Many of the responses to this item were similar to those for the

102
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pr@vious item, but were given by different respondents. In other words,

'

one respondent might have identified something as a secondary goal, while

another respondent had not seen this as a goal but recognized the outcome
[

5

~

as beﬁeficial.

M;ny réspondents felt that the process had had.a harmonizing‘
\ .

effect, both withiﬁ the family science division and between the two

diviéions. Those within the family séZence division héve become committed

to the new program and have something to work toward toggt&ii;; Those in

the human nutrition division now have a éreater agpreciation of the

curriculum.committee's work, of the process, and of the family sciehce

field. One respondent felt that it had been a period of high morale with

a sense of accomplishment, and that individuals had experienced a period
of growth with defined goals and focused energies.

The discussions within the School had made it easier to explain f_

: e

e,

home economics and -the School to the public. Persons outside the School
who were consulted during the process now have a better understanding of

home economics. It was felt that the general attitude within the university

a
i

had changed for the better, especially “where it counts." People were
consulting ‘with home ecornomics faculty and &asking fog their involvement.
There were changing expectatidns of "the School. One respondent felt that
s . » . I3 v- QD .V’ .
the greater recognition and increased expectations increased the likeli-
hood of receiving better facilities.
Ttem: Have there been any neqativé ogtcomes?
4
Many respondents felt that relationships with one professional

organization had not been enhanced by the process, although efforts were

being made to improve the understanding of the changes on the part of

RpGE e
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the organization's membership., Likewise, relationships with one depart-
. : : 4 .

ment of .the university were hindered and some respondents felt that the
- _ »
reactions of this department to the proposed changes (questioning the

abilit§ of faculty members to teach in certain areas) may have inhibited

some members of the School. Support of this department is still being

°

sought.
Attempts to make one course compulsory for all students méy have
created an issue which demonstrated ddvision within the School regarding

acceptance of a philosophy of home economics as a unified field. One

respondent felt that théré were still some negative feelings regarding

‘this philosophy.
<r

Timetabling problems associatéd with the new program have
created difficulties for some students having to postpone until their

final year courses which would normally be taken earlier.

Item: To what extent\has each of these goals for individuals

been achieved (or have you seen improvement in the last two years):
(1) ability to work with colleagues and students; ‘

(ii) self-control and self-direction (sense of autonomy) ;

(iii) individual growth--attaining one's own goals; .

(iv). receptivity to change--adaptability and flexibility?

To what extent were these goals! for individuals considered important
for the change process? ' ) ‘

Only four respondents reported having regarded some of these
as goals, although seme felt now that they weré important. The majority

however felt that the Director had considered these.as goéls. Only four

respondents felt that other faculty. members had seen them as goals.
Lo @
With respect to abilityuté work with colleagues and students, ¥

13

most respondénts felt there had been some increase in this ability, but

many felt that it had always been there.

o



With respect to sense of autonomy, respondents were evenly divided

between thoge who felt there had been some change, at least for some
4

people, and those who saw no change. Some who reported no change felt

that there was little need for change.

§

All respondents felt there had been an increase in opportunity
" for individual growth and/or that growth had ‘taken place.
Most respondents percelved increased receptivity to change. Three

perceived no change, two of them suggesting that members had been quite
3
receptive to change prior to the process.
. P

’ “J 7"‘

.v# kn

Item: To what extent has each of these organizational goals been

achieved: ’

(1} development of a high level of trust;

(ii) open communication;

(iii) maximization of collaboration and teamwork;

(iv) readiness to change from traditional patterns of operation
which no longer appear sound?

To what extent were these organizational goals conSLdered important?

Although some respondents reported that they saw these as goals,
it seemed that the goal was more to maintain rather than to increase
trust, communication, teamwofk and readiness to change. The majority of
respondents felt that these were already high. However, one res-
pondent had indicated in response to anothor question that there had been
lack of communication regarding goals. §ome felt that these aapects had
been improved due to the process of working veiy closely together on a

major project. One respondent suggested that this period of change had

been an opportumrity to test these aspects of the organization, and that

~ o

they had been found to be ,operative within the School.
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Item: To what extent have these performance goalg been achieved:

(1) the clarification of objectives;

(ii) commitment.to organizational objectives;

(iii) creation of a problem-solving climate;

(iv) increased -innovation; :

(v) more effective utilization of resources?

To what extent were these performance goals considered important

for thé& change? B : D
- o . v '

With the excepti%n of the creation of a problem—-solving climate,

theéz\§gfls had been considered importaﬁt by all respondents. fhe Director

indicated that he had made these goals explicit, apd‘respondehts indicatgq
. ’ ; _5\;
that they felt other faculty generally considered them.to be goals.

’
«

All‘respondénts reported that there had been, considerable progress
. with respect to the clarification of objectives. Some felt tngt they Weré
still attempting to clarify‘common objectives for the whole'Schooi“ The
ﬁajority perceived an increased commitﬁent to organizational objectives,
at least on the part of some if not all members. Half of the respondents
felt that there had always béen a problem-so}ving climate while half
suggested éome improvement had taken place. Most respondents felt that “
the éhanges had facilitated increased ipnovation. Three respondents felt:

there_hadbbeen no increase, however, with one suggesﬁing that they could

O
only afford to be innovative once the program was strong. Most respondents

thought that the new program would allow a better utilization of human
resources within the School, and one suggested better use of university

resources as well.

.

(3
Item:

(a) How comfortable are you personally when you find things
_changing around you?

(b) Generally do you think that most of the changes which have
occurred in our universities in the past decade have been
beneficial? ’ ‘

(¢) How confident are you that changes you see oOn the horizon
for your School are going to result in improvements?
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These questitns were a%ked in an attempt to measure the self-
. . . | )
perceived change orientation of| faculty members. Nine of the 11 respon-

dents .gave what were judged to be positive responses to the first question;

1

eight |gave positive responses tL the second question;xand\all gave posi-
.
tive responses to the last question. Summarizing with respeg¢t to

individuals, seven respondents gave three positive responses, three gave

I

two dosipive responses and one gave one positive response.
T

Organizational adaptabillity and overall effectiveness. The

/

responses to this scale are su arized in Table 24. ‘No item was scored

e

lower than 3 by any respondent} The mean responses for the items ranged

i

/ .
/
adaﬁ%ability scale of 3.9, imdicating that the respondents felt their

from 3.6 for item 2 to 4.3 fol item 6, with an overall mean for the

h ! 4
unit’ to be quite adaptable.. The ratings of bverall effectiveness (item

/
7) ranged from 3 to 5 witW’a mean of 4.0, indicating a general feeling

/

that the School was an jffective organization. BN

Summary

The stated change goal of sErengthenipg the family science area
while developing &a/curriculum whiﬁh reflected a philosophy of home
economics as a ufified field was seen to be achievable, perhgps‘with
. vonsiderable effort. Secondary goals identified by interviewees were
also seen to/be achievable. The goal inténsity of the stated change goal

‘was seen/yé/be very high while respondents perceived the intensity of

most seébndary‘goals to be either medium or high. Over half of the

./' N .
respghdents were rated as advocates of the change goal, while only one
7 :

-

W seen to be less than supportive.



TABLE 24

At
ORGANIZATIONAL ADAPTABILITY AND OVERALL EFFECTIVENESS
RANGE MEAN
ITEM (Possible Range: 1-5)° {n=11)
V4
1. How well do people in your School anticipate the need 3 -4 L g g
for changes in the future and prepare to deal with them?
2. From time to time, job-related problems arise which require 3 5 36
some kind of problem-solving activity. When such situations
arise within the School, how efficient is the decision making
process (in terms of time, energy, etc.)?
3. How effective are the solutions to these problems {in terms 35 3.8
of appropriateness and acceptability)?
i}
4. When changes are made in the administrative routines 4 -4 4.0
involved in the work of your School, how quickly do
people accept and adjust to these changes?
5. When changes are made in professional.procedures 3-5 3.8
involved in the work of your School, how quickly do
people adjust to these changes?
“ N « 4
What proportion of the people in your School readily 3-5 43
'J;ccept and adjust tashanges when they are made?
.
Organizational Adaptability Scale {I1tems 1 to 6) 39
3-5 4.0

7. In general, how would you rate the overall effectiveness

of y‘our School?

a ) ’ \
*5 indicates a high rating; 1 indicates a low rating.

1 On
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CHAPTER VI
INTERPRETATION OF RESULTS

In this chapter, the findings presepted in the last two chapters
are discussed relative to the problem statements on page 4 and in light

of the conceptual framework outlined on pages 46 and 48.

Extent and Nature of Chénges

Changes in various aspects of 15 home economics units have been

/
.

reported. The changes are numerous, and many are considered extensive.

~The most- pervasive and extensive changes have occurred in the undergraduate

Ny

progfams (Table 13, p. 77). A number of related trends can be detected in
these treported cha& in undergraduate programs;l Programs have become

more interdisciplinary, and practicum components have been added. ‘Perhaps
most important, many of the newly developed programs reflect a movement
toward an operationaiization of the mission and focus statementd fo é'in
recent home economics literature. This finding is encouraging (compargd to
Morley's (1973) assertion that program changes in Canada‘during t 1960"'s
d}d not reflect the home economics. philosophy. The program changes also
tend to reflect the chanéés in stated mission or goals (Table 6,vp; 67).
S%gnificant changes inlét least three other areas are related to
these undergraduate program changes. First, over half.of the Q;its
appointed a new adginistrator dg;ing the study period (Table 7! p- 68).

In some ses, these new administrators had different backgrounds than

thei /gredecessors,,and in two cases, this fact was re rted as being
//F po
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instrumental in bringing about program changes. The increased qualifi-

cation of staff (Table 8, p. 69) was also seen as facilitating the develop-

" ment and implementation of new programs. The changes in opportunities

apd responsibilities for graduateé (Table 18, p.'84) reflects quife

closely both the changes in goals and the program changes. .
The, changes in mission an éoals also reflectedva'desire on the

part of some units to move toward a greater research capability. Leader- \

ship changes, increased staff qualifications and in some cases improved

facilities, have all facilitated progress toward this goal.'

Relationships with structufal and cOntextual factors. Extent of
change was not sigﬁificantly correlated with perceived institutional
vitality (Table 19, p. 86). This finding migﬁt have beep affected by
two factors. The institutional vitality index was calcuiated'using the
responses of only 22 persons and must therefore be interpreted.cautiously.

Even had all 34 respondents responded to this item, one could not say

i
. . . [ . .
with certainty that the index represents la .true picture of perceived

institutional vitality. Another factor affecting the lack of any relation-

¥

ship is the fact that the thred institutions with the highest vitality

“indices had each undergone major change prior to the study period. Thus,

their perceived vitality might be affected more by thé results of these
earlier changes than:by any changes made during the stuay period. 1In ,
addition, the criteria for ranking institutions on vitality includedeac§drs
other than the tendency to be innovative.

The fact that extent of change was significantly correlated with

both size of unit and size of universit§ (Table 19, p. 86), is in keeping

with Baldridge and Burnham's (1975:175) premise that "a large, complex,
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organization with a heterogeneous environment is more likely to adopt .

innovations than a small, simpler:ganization with a relatively stable

N P ' ~

egg}ronment." Bal&ridge and éurnham's premisé was not entirely supported,
ij | | -

however, in that rno significant relationship between ext?nt of change

gnd ogganizational complexity was found, although the more aufonomous

and the mére cqmplex units reported greater change in numbers of

students. The fact that units were differentiated into only two levels

of complexity( and that only three units fell "into the more complex

level, made such a relationship difficult to detect in the present

data. It may be that organizational complexity of the university might

have beeﬁ a more appropriate factor to measure./

No one contextual or structural factof affected all types of
_changes; nor was any type of change affected by.all factors. Ssize of
unit was related to more types of change than any other factor, folléwed
closely py'size of ﬁniversity. Changes™in numbers_of students were
related to far more factbrs than.any other type of change.

Goal Hiatus, Goal Intensity, and’ .
Response to Change Goals

The following propositions were d%veloped as part of the concep-
i : ) :

11

tual framework (p. 46):

-

Response to change goal bears a curvilinear relationship to goal
hiatus; i.e., as goal hiatus increases from small to large, res-
ponse changes from reluctance to a maximum commitment, after
which it reverses toward reluctance.

The greater the goal intensity, the greater the commitment to
thé change goal.

study of the ratings assigned to each respondent for goal hiatus,

goal intensity and response to change goals (Table 20, p. 92), indicaﬁes
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that the response ratings'are as predicted Bf these two propositioﬁs. ‘with
respec£ to goal hiatus,'é rating of g or 3 would be eXpected‘to effect a
committed response, while that of i or 4 would be expected to effect a COON
more reluctant response. Thé only respondent with a :esponse rating lowerl
than ‘4 had' a goal hiatus rating of 1—2 for the stated eﬁange goal, while

respbndents with goal hiatus ratings of 2 or 3 arl had response ratings of
4 or greater. ‘
I
The respondent with the lowest response rating also had the lowest
rating for goal intensity with respect to poth' stated goal aﬁd other»goalsf
All of the respendeﬁts rated as advocates receiVed a "véiy high" goal
intensity ratiné'for the stated goal, as did one respondent rated as
supportive who had claimed to lack thé\knowledge to bé an advocate.
Although. the data lend some support to the two propositions, there’

A . s
remains a need to test them statistically with data containing a greater

spread on each of the variables.

jel

Effectiveness of Renewal Strategy o

The following proposition was advanced as part of the conceptual
framéwork:

x Effecti&egé;;/of a. renewal strategy will pe high when commitme
* to the chagge goal, force field support, and action potential
of the strategy used are all high and positive (Figure 3, p. 49) .

s

Since most of the respondents were quité committed to the change

goal, and since the force field was supportive, the probable outcome of
. .

renewal would be plotted in the upper right-hand quadrant of Figure 3;
~ . .
i.e., the proposition predicts an effective outcome. The likelihood of

an effective outcome is increased when the medium-high action potential

of the strategy used is taken into account.
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Several aspects of effectiveness have been considered, including

~

the degree of achievement of both stated and perceived or secondary
goals, the degree of implementation, and the nature of any unexpecteéd
outcomes, the degree of achievement of process gbals, plus measures of

both individual change orientations and organizational adaptability.
N . N

- There was general consensus that the stated change‘goal had been
largely achieved, and that implementation of the planned program changes
i .

was well under way although notvyet complete. Some parts not yet imple-

menjed were seen by some respondents as essential to full dchievement of

!z,rxv/ -
A;,f‘l A

the goai. With respect‘to the identified secondary,goa%s, respondents
suggested that some had largely been achieved; while the potential: for
.achieving others had been created during the process.

While, a few unexpected negative outcomes wereuidentified, these
were greatly outweighed by the number and impo;tance of the beneficial:
utcomee. It was_recognized, however, that the negative outcomee~ha§>to

be dealt with if the changes were to be totally succeesful.

. -
.

The process goals discussed were classified asigoals for individuals,
organizational goals, and performance goals. Some pfogress}with respect
to the goals for individuals was reporeed; however, there was agreement
by many. that these goals had been largely achieved prior to the period
under study. This feeling was even stronger with resgect to the organiza-
tional goals, but it was suggesfed that these aspects of the organization
had been brought to a test and maintained dering the cﬁange process. Thus,
it appears that the presence of the individual and ‘organizational attributes

e s

referred to in these two sets of goal statements contributed to the

achievement of the change goal. . In other words, they acted as positive
. j . .
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components of the force field. The fact that they were maintained and to

some extent increased during the process. should be considered an indica-

!

tion of an effective process.

The greatest progress with respect to process goals was seen to

be for those classified as performance goals, perhaps because these had

0y

.been explicitly stated as process goals by the Director. The considerable
progress reported in this area suggests an increased potential for oontinued

-

renewal activity in the future.

The findings with respect to self—perceived‘change orientation
j H
and perceived organizational adaptability also suggest potential for

continual renewal ‘It is not possible to say that these factors have
changed as a result of the change process under study, since they weré(’u \
not measured at the beginning of the‘study period. Responses to other
items;, however, suggest that some increases in both factors has occurred.

Considering all the measures . of effec¢tiveness discussed above,
the conclusion was reached that the renewal strategy was effective'in _
terms of the acnievement of both outcome goals and process goals. Thns
the outcome was as predicted by the fonceptual framework, given the
positive responses to the change goals, the medium-~high action éotential
of the strategy and the positive iprce field.

The findings of the case study have therefore supported the
propositions that éonprise the conceptual framework. Tne findings have
also lent support to the concept of renewal as a cyclical process. The
components of the renewal cycle outlined by Small (l976:lO)Jand summarized

on page 22 were all present in the case studied, except thatithe“planned

evaluation was yet to take place, so that the cycle was not yet complete.

*




Evidence suggests that the b®ginning of the renewal'cycle under study

was also the end of an earlier cycle. The findings thus lend support

to the model of renéwal developed by Small et al. (1976) and advanced

further by Small (1976). . |
/

h

\
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CHAPTER VII

SUMMARY, CONCLUSIONS AND

IMPLICATIONS

In @is chapter, the purpose, focus, research design and. findings

are summarized. Final conclusioﬁs are then stated followed by implications

for administrators and for further research.

SUMMARY

The purpose of this research was to study institutional renewal

.

in degree-granting units of home economics in Canada. The study addressed

the following problems:

1.

1

1

Wwhat are the extent and nature of recent changes within degree-

granting units {colleges, faculties, schools, departments) of home,

" economics in Canada?

What are the characteristics of chénge—oriented‘Units_of home

economics? ' Specificaliy, what are the relapionships between extent
and nature of change and:
(a) perceived institutional vitality index

(b) each of the following cohtextual and structural factors:
T : . '
i. size of unit (number of students)

ii. size of university .

iii. organizational complexity of unit
iv. .level of organizational autonomy (college/faculty/

ES

school/department)

117
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V. agé and history of unit
vi. existénce of graduate programs? ) ‘ 1
3. Wzix are the determinants of responsiveness to a change goal? 'More
specifically, what re;ationships exist“betWéen response (commitment/
" reluctance) to perceived change goéls and: ’ /'
(a) goal hiatus
(b) goal intensity
(c) other variables which may gmerge during interviews?
4. What a:e.thg determiﬁahts of the effectiﬁegess of a gpal—specific
N

‘renewal strategy? More specifically, what relationshipé>exist

’

bet;eén %he effectiveness éf a goal-specific renewal@sﬁrategy and:
//Xa)_ re%éonse (commitment/reluctance) to percgived change goals
(b) tge action potential 6f £he strategy 'in terms of its scope,
focus and term
kc) the force field: traditions, policies; resources, leader

.

pehavior, administrative support, and other force field elements?

~

The conceptual framework for this study consisted of the renewal
model deveéloped by Small et al. (1976) following the work of Martorana and

// Kuhns (1975). The folloWing propositions were advanced:
' ~

1. .Response to a change goal‘beafs a gurvilinear relationship to goal

<

// hiatus; i.e., as goal hiatus increases from small to large, response

| | .

) ‘ changes from reluctance to a maximum commitment, after which it
reverses toward reluctance.
- . 2. The greater the goal intensity,‘the greater the commitment to the

change goal.

3. Effectiveness of a renéwal strategy will be high when commitment to




the change goal, force field §upport, and action potential of the
stratggy used are all high and positive.

The study consisted of two parts, a survey of all 15 Canadian
degree—granting home econdmics_units, and a case stud§ of the rénewal
process in one unit. The purpose of.the survey was two-fold: to provide .
data for thé delection of a unit fnr in-depth study. and to provide data
relevantfto problems 1 and 2. The case study provided data relevant |
to problems 3 and 4. ,

For the survey, questionnaires wére sent to the top administrator
and a sample of faculty within’gggh unit. For the descriptive analyéis
of survey data éll responses from each unit were analyzed togethe%.

The data were analyzed using a syst;ms model of a'post—secondary institu-
tion as a framework. For eabh unit each tyﬁe of change Qas classified

as extensive, medium or minor, and both an extent of change index and a
perceived institutional vitality index were computed. Several statistical
techniques were employed to test for relationships among factors (Table 2,
p- 54).

.Tnere were 34 respordents to the questionnaire, including ten
top adminisﬁfgtofs. In addition, three deans ho‘d;d not answer the
huestinnnaire provided otn;r relevant materijzﬁ\ Reported chanqes in
varioug aspecté of ;he units studied were numerous, and many of these
repo;ted éhangés were considered extenéive. “The most pervasive and
extensive changes’were ﬁhose in the undergraduate programs offered. : X (j
Many\of the newly developed programs reflected a movement towards an
operationaliZation of the statements of mission and focus fqund in recent

Il

home economics literature. Similarly the program cnanges tended to reflect

a

i
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changes in the units' stated missionﬁiéEé goals, and in turd are
;eflected by the changes in opportunities for graduates. |

Extent of change was significantly correlated with both size of
unit and size of university. No one contextual or structural factor
. was associated with all types of changes, nor was any type of change-
affected by all factors. Size of unit was related to more types of
change than any other factor, followed closely by size of university.
Changes in numbers of students were related to far more factors than
were any other types of change.

__The unit for in-depth study was seleéted by a threthember panel
using criteria séecified‘by‘thé researcher. The change process under
study was directed toward the goal-of strengthening the family sciences
area within the_ﬁnit through the developmen£ of é new undergraduate
curriculum wﬁich reflec£ed a philosophy of home economics as a unified
field. The data for this part of the study were collected by studying
documents and interviewing the Director énd ten faculty members during
two on-site visits. In addition, ihterviewees were asked to complete a

0

leader behavior questionnaire and an organizational adaptability instrument.

The data from fhe case stqu wereianalyzed descriptively.

All of the responaents had‘fglt the change goals were achievable
and goal intensity was rated high for most. All buﬁ»one respondent
were‘supportive of the changé goal and over half were consid;rgd advocates.

e . . ‘ .

Thus,vthé\fixst two propositions regarding the relationships between

response and goal hiatus and between response and goal intensity were

supported. ' . ) N

When the forces for and against chahge within the School, in
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other parts of the university and in\fhe community were summed, the .

resylting force field was deemed to be quite positive. The action poten-
\ .

o

—

t%;f‘of the renewal strategy was. determined to be medium-high. By con-
/sidering several measures of effectiveness, the renewal strategy was seeén at
as 'effective in terms of the achievement of both change goals and process
goals. Thus, thé‘outcome was as predicted By the propositioé,rflating

effectiveness of renewal to response to change goal, force field supporg}

and ac%}gn potential of the renewal strategy.
e
R
CONCLUSIONS N

-

The first problem addressed by the researcher was to determine
the extent and nature of ;ecent changes wi£hin degree-grantihg units of
home economics in Canada. The extent Of whdwge was found to be considerable.
Statements of the phi;osophy, ﬁission an&tf. us of home ecgzomics found
in the literature ¢f the last decade are refiected'in many of the develop-
ments. These statements are reflected first of all in the revised mission
or goal statements of some units, which in turn are’reflected in revised

undergraduate programs and in new opportunities and responsibilities for

graduates. Other changes, such as in leadership and staff, appear to be
!- 4
facilitating these fundamental developments.

The,second problem was to determine the relationship between
extent and nature of change and both perceLved institutional vitality \
and several conte#tual and structural factors. The only factors signifi—

. cantly related to the overall extent of change were sizé of unit and

a . -

size of university. This finding only partly supports Baldridge and

e 0

Burnham's.(l975:l75) premise that "a large complex organization with a



heterogeneous'énvironment is more likely to adopt innovations than a
sma}l simple organizat;on with a relatively stable environment."
| perceived institutional vitality was related to the extent of
changes in leadership and in number of students. No ong contextual or
structural factor aFfected all types of changes, nor was any type of
. change affected by all factors. Size of unit was related to moreg types
of change than‘any‘other factor, followed closely by size of university.
Changes in numbers of students were related to far more factors than any
otﬁér type of ch&hge.
The third problem was_ to detérmine the relapionships between
response to change goals and each of goal hiétus and goal intensity.
The findings have lent some ;upport to the following propositions:
Response.to a change éoal bears a curvilinear relationship to
goal hiatus; i.e., as goal hiatus increases, from small to large,
response changes from reluctance to a maximum commitment, after

which it. reverses toward reluctance.

The greater the goal intensity, the greater the commitment to
the change goal. : .

A final problem was to determine the relationships between the
effectiveness of a goal-specific renewal strategy and each of response
to change goals, the action potential of the renewal strategy and the

force field. " The findings lend support to the following propesition:

Effectiveness of a renewal strategy will be high when commitmént -

to the change goal, action potential of the strategy used, and
force field support are all high and positive.

Since‘th%; research has invelved only one case, the findings
with respect to the above propositions cannot_be generalized, and are
at ‘best tentative. However, study of the renewal process in this one

home economics unit gives some credence to the concept of renewal and

b

y )
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the propotsit ions that compr isie the conceptual fraamework Lottt penearo .
Although not based on measurament 5 a0 Sophist beated as those proposed by
Martorana and Kohns (19/75%), the Pindings sapport thenr concept ot ipteg

active foroces,
IMPLICATTONS

Impl@cdtiuunAfnr Administrators
q

While a general direction ot change was detected in the UL Vey

data, many of the changes reported were nol necessarily part ot planned

N

ma jor developments; rather, only a minority of units had oxpertenced ma Jor

overall dévelopments during the study period.  Thus, for Soattempt g

to better focus their efforts,.‘g understanding of the renewal process

would be advantagecus. Study of the reéncwal process in one unit has given

L
~

i _ v
credence to the concepts and propositions which formed the conceptual

framework for this research. Although most of the participants in the

S
~

\_brocess studied may not have been aware of these propositions or even the
factors involved, the researcher observed that at least the Director of
A ‘ ~
the Sthool had an understanding of their meaning and had dealt with them
intuitively and in part deliberately.
Like their colleagues in other types of post-secondary units, home
economics administrators are attempting to develop more effective, better
Wirected units. They might therefore consider the concept of renewal,

as presented in this study, and in so doing“recognize the. importance of

the environment and of selecting strategies appropriate to that environment.

.y . €2
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Impllcatlons for Further Research ’

g,
¥ Support of the prop051tlons p051ted is llmlted since only one

B
case was studied, a case for which many of the interacting factors and

o

the resulting outcomes were positive. Further research, including less
successful cases and cases which vary on each of the factors involved,
would be necessary in order to test the propositions- adequately.

An extensive program of field study might now be considered.

..

study of several cases would be facilitated*if the interview guideuused

in this study were modified to be used as a questionnaire. The responses
I '

provided to questions posed in interviews could serve as a guide in

‘developing questionnaire items, some of which might necessarily be left

”bpen-ended. Such an instrument, if developed, could be'pretested using

cases familiar to the researcher involved.

»

In addition to studying cases which are well into the renewal
. . . ! v <
cycle, longitudinal case studies of the renewal process from the aware-

ness stage to implementation and evaluation could be extremely useful in
v . . L [}

testing thé propositions and thus contributing to a theory of renewal for

r~

|

post-secondary institutions.
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DEGREE-GRANTING HOME ECONOMICS
UNITS IN CANADA .

Acadia.UniJersity University of Alberta
School of Home Economics o Faculty of Home Economics
Wolfville, Nova: Scotia _ Edmonton, Alberta
University of British Columbia ‘University of Guelph
School of Home Economics : College of Family & Consumer Studies
Vancouver, B.C. : Guelph ‘Ontario !
Universite Laval T University of Manitoba
Department de Dietetique Faculty of Home Economics
Faculte des Sciences de - : Winnipeg, -Manitoba
1'Agriculture et de l'Alimentation
Quebec, P.Q. . Universite de Moncton
_ . Ecole des Sciences Domestiques
McGill University : ‘ Moncton, New Brunswick
School ‘of Food Science . . : .
Macdonald College Mount Saint Vincent University
P.Q. Home Economics Department

'-Halifax, Nova Scotia

University of Prince Edward »
Island Ryerson Polytechnical Institute
Home Economics Department Home Economlcs Department
‘Charlottetown, P.E.I. ' Toronto, Ontario 6~
St. Francis Xavier University University of Saskatchewan
‘Department of Home Economics College of Home Economics
Antigonish, Nova Sco?ia . 3jaskatoon, Saskatchewan
University of_Weiﬁern‘Ontario . University of Windsor ﬁ(
Department of Home Economics Home Economics Department
Brescia College _ - Windsor, Ontario

London, Ontario
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A SURVEY OF POST-SECONDARY UNITS OF
- HOME ECONOMICS IN CANADA

To fhe Respondent: ,

This survey is part of a study of renewal {planned change) in post-secondary
units of home economics in Canada. The questionnaire has been distributed to a
selection of respondents at each unit.granting undergraduaté degrees in home
economics. ‘ 'v

Each respondent sthId answer parts A to D. Please answer parts A to C
with respect fo your unit of home economics, whether that be a college, faculty,
school or department. Part E is to be answered only by the tog administrator of
each home economics unit. Please attempt to answer each item which is applic-
able to your situation. '

Please be assured that your answers will be strictly confidential. Your time
and effort in responding to the questionnaire will be greatly apbreciated, and will

.contribute to an informaticn base about recent chanées in homé economics units

in Canada.
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PART A: IDENTIFICATION
INSTRUCTIONS: Please complete Items 1 to 5 below.

p)

2. Your. present position

3. Number of years in present position

4. Number of years in this institution

5. Your specialization within home economics'(if apfilicable)

o -

PART B: EXTENT AND NATURE OF CHANGE ]

INSTRUCTIONS: On nages 3 to 13 vou will find specific guestions about changes that might have
‘occurred within your home economics unit. Please attempt to respond to each item. Please focus |

<

on your unit (college, faculty, school, or department) of home economics when responding.

) [
“

©



I N ’ . ’ LJ()

{a) Has there been any CHANGE in FORMAL LEADERSHIP tthe persons holding the positions of Dean,

Director, Associate Dean, Department or Division Chairpersons} within your home economics unit since

June, 1973? Yes ..........
No ..o '
: yes, please answer (b) to (e) below.
(b)  Please describe briefly the changel(s) in leadership.........ccc.oocoene OOV PRPIPD PSP
\\b ...................................................................... T et
N *
{c) -Outline briefly the reason for changel(s) in |ead~ership .......................................................................................
<! . ’ . I
e e e e e
KT e [TTTOUPPUPN . i .............................
{d) = Scope of change {(please check one): .
X { ‘
(i) applies only to one department/division within unit ..........
(ii) applies to more than one department/division but not 5,t/o the whole unit ..........
. ” %}11
{iii} applies to the whole unit ......... ' : .
(iv) applies to other units within the university S

(e}  What is the term of new appointm\gnt(s)? (Please check the appropriate space below. If more than one change
was described above, and the term of appointment varies, indicate by writing the name of the positions in

the-appropriate spaces below.)

(i) one-two years .........

{(ii) three-five years ....7.....

(i) greater than five years .......
(iv} unspecified ..........




a)

[}

—

the ORGANIZATIONAL (ADMINISTRATIVE) STRUCTURE of you home cconomics

Please describe
unit as of June, 1973 by identifying roles and_the relationships among them. A complete organizationdl
chart will suffige. . ' .
"
i
. y‘
1 ,T‘
. ’A . .V.
S .
. >
9 r »",‘ ~
A .v -
Lot .
PR
4 R
- ] ‘-.'
- ln‘(
g »
%, . 3 3“ ‘
SR
(b) Please describe the ‘organizational structure of yd{j} unit as of June 1977. =
B . . y;V “
(i) as for June, 1973 ..........
or (i) as follows (an organizational chart will suffice): °
u® #,
i
‘
I
L4
g
ty
- :‘;
o o
. ~ o
1 : -
J
a

o

Bt
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7. (cont’d) .
tf (b} is different f'rmom (a) above, please answer (c) to (f) below.
' (c). [‘P|ease outline briefly th);purpose of the change in organizational ETUICTUTC.ern e errneneteienenrrrnsaneessssasasemnesennaniensns \
et et e R e R
........ ".()
- g -
(é) Who were the original advocates of the change? (Rank order if;'bnor than one answer.)
{i) administrators within unit......... ‘
(ii) administrators outside unit ....... 7 ;
(iii) faculty within unit ..........
(iv) faculty outside'unit ......... “ ‘ §
fv) students within unit _ |
.(vi) _other (please sﬁecify) ................. U TP PSURPPPI / ........................ .......
{e) How broad was the scope of the change?
(i) applies only to one depar”tmeﬁt/division within unit .......... » .
(ii) applies'to more than o_né departmer)t/d,iyi'éi_on but not to the whole unit .......... ’
.’ (iiil -applies o the whole Unit ....... o '
‘B R .
'%ﬁ\()» ~applies to the whote university ..........
(ﬂ What is the term of the new arrange}nent? ‘ . ?;“5,
" (i) one-two years ......... ,
, (v‘i.i’)’ three-five years .......... e |- .
; (iii) " greater than fivvvé'years s
(iv) ’thspecifiéd“ .......... ‘ ’
N & -
W



(a)  Please describe briefly the GOVERNA:RICE PROCESSES ANDSTRUCTURES operative within your home

'n . economics unit as of June, 1973 (i.e. the processes and structures whereby administrators, faculty and/or

A . N © ‘

a

students make major policy decisions).

o

{b) Please describe briefly the governance processes and structures sperative within your unit as of June, 1977.

(i) as for June, 1973 ..c.......

o

or (i) as follows:

’
-
I .
G
-y
o ©
o
o
Y
\
P
o
+ i
N
b
7 »
. .
)
Y '
® R o
- = @, E A
P &
-, H
° 5 i
(LA ) i
. . &
N } , 5
. )
N ¢ 3

7o
{
y
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cont'd)
.-
¥ w
b) is different from (a) above, please answer (c) to (f) below.
¢) Please outiine briefly the PURPOSE OF CHANGE in governance processes and Structures..........ocoeuneeniieennn
........................................................................................................................................... Y e
~ ;
...... L e
................................................................................... R T r T TR AL R L AR
Yos
..................................................................................................................... et g g
([d) Who were the original advocates of the change? (Rank order if more than one“a"n;é ey 4
(i) * administrators within Uit ......... -
(i) administrators outside unit .......... .
(iii}  faculty within unit........ .
(iv) faculty outside unit ..........
(v)  students within unit ......... .
(vi) other (please specify):.. »‘.J*ﬂ SUUUO: et e hevebetenaataeantenaareeiateteirsrreerabesbesanaeeis ieenn s ere s o
‘
(e)  How broad was the sc e ange?
(i) applies only ent/division within unit .........
°© ’ : .
(ii) applies to e:;department/division but not to the whole unit .......... ’
(iii} applies to the whole unit .......... . '
{iv) applies to the whole university ..........
(f)  What is the term of the new arrangement? )
(i)  one-two years .......
(i)  three-five years .......... . "’
) i) greater than five years..........
-, {ivl unspecified .......... ,
\ ) ‘
|
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3. Please answer the following‘;/vith respect to the UNDERG RADUATE PROGRAMS in your home economics unit. )
{a) Degrees awarded : 1973 - . 1977
{please check} - B.SC. civvrrerieeeens . e ‘ T o A
N : 1 SO e
4 . .. N
Others (SPECITY)  crvreerniereireen iy R
{b) Please identify each grogram (specialization) offered;
) June 1973 . June 1977
3
..................................................................... TN S AR AR
N,
..................................................... beererrrriaeaeees SRR U T T U T RO PRSP PP PPOPRPPPITPS TSN
) .
{c) Léngth of ;?,rogram(s) inyears: 1973 i 1977 oot neaea e
{d) Has there been any change in student admission requi(ements since June, 19737 Yes ........
No e "
If YES, please describe the CRANGE(S) corevemrerrerriercsitnis e R
: By
(e} Has there been any change in graduation requirements since June, 1973? Yes ...x.... s
-t
. NO .oeveeeens o
. 1
If YES, please describe the CRANGE(S) ovvraresresre e
(f)  Number of new courses added since June, 1973 oo i .........
L/ T :
(g}” Number of courses dropped since June, 1973 o R POTTTUPTTOUORN



9. {cont’'d)

(h)

Please outline any major changes within programs that have occurred in your unit since June, 1973 (eg.

introduction of practicum or work-study components; introduction of interdisciplinary program units).

If any program changes have been identified in (a) to (i)-above please answer (j) to (1) below..

Gy

(k)

{1

.

Please state briefly the purpose of Zany changes in unde'rgraduate-program(s) ..................................................

Who were the original alivocates of the change? (Rank order if more than one): i

{i)  administrators within unit ..........

(i) administrators outside unit ..........

(iii) faculty'within unit..........

{iv) faculty outside unit .......... : ’ 3 .

{v) students within unit .......... '

{vi} other (please SPECITY ) 1errrereriesrrtreeeiseieeseresae et s e TR

How broad was the écope of the change in program? (Please check one.)

(i)  applies only to oné‘ department/division within unit .......... ‘
(ii) applies to more than one ds;'partment/division but not to the whole unit ......... .

{(iii) applies to the whole unit ..........

(iv) applies to the whole university Y g

h

: g
(v} involves other cooperating institugiéns (P1ease SPECITY ) . it
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10 P\Iease answer the following with respect to the GRADUATE PROGRAMS in \;our home economics unit.

l (a) Check here if not applicable ..........
(b} Degrees awarded 1973 ' / 1977
(please check) M.Sc. . e T e s
MoA. oo e -
. Ph.D.  criiennns W e
Others (SPECify)...cccicrrrvmimmnuniescrienees e v inr et
(c) Please identify each master’s prograin (sbecialization) offered:
June 1973 . _ June 1977
......................................................................................................... N s
v
....................................... [T TPOPII. ST P SPOPUPPPPP PP PRI
(d)  Please identify each doctoral program offered: ’ -
June 1973 ‘ June 1977 .
. . - '

............................................. RTTTT TR T U T U U OO PO U U P O PO PSPPI PO TP PRI PE PRSI
............................................................. PO T U O R PP P PO PPI T PPPPR PSP PPPS
. 3 _
'(f)  Please outline briefly any changels) in graduation requirements for graduate programs since June, 1973.
RO RI R R E R S SRS S S et D
.
Nieavasasnsnasarnrssacseneatarsev aterasn e ‘ .‘; ......................................................................................................................
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10. (cont'd) .
- v : o”
(g) Please describe any change in the Interdisciplinary nature of graduate programs since June, 1973...................
(h) Please describe briefly any other changes in graduaté progrém(s) since June, 1973 not covered above.............

A

“If any changes in graduaté programs have been identified in (b) to (h) above, please answer (i) to (k)

below.

{j} + Who were’the original advocates of the change? (Rank oWore than one):

¢+ . (i) administrators within uny/ ’ py ‘ .

- {ii}  administrators outside Unit ... ' P

(iii) ‘faculgy within unit .......... » . ¢

(iv) - faculty outside unit ..... ;

(v). OtHErs (PIEASE SPECIFY ) 1uuvivvesererieeiiiit i ittt
‘(k) How broad was the scope of the change in program? {please check one.)

(i}  applies only to o’ne/departmen_t/diviéioh Within Uit oo,

(ii) applies to more thén one .department/division but not 'the whole unit ..........

('iii) applies to the whole unit ......... ‘ ‘

(iv) apbi ies to the whole zuniversity ..........

{v) involves other cooperative institutions (please specify)
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(a) Have there been any significant changes in INSTRUCTIONAL PROCESSES (eg. team teaching, use of

. N & 'y N
learning modules, student participation). within your unit since June, 1973? Yes .......... NO oo
yes, please-answer {b)to (e) b7low. ' oA
. \r ‘ . — 7
\ " : , '
(b) B\easé descnt;g the ChANGES BIIETIY Loeeerrecieeriiiii it s e .
_/):.‘ ..... E“\.;.‘n./.-] ........................ S Tt R R IR LR R XL AL L LR LA
ST TS S O P PP P T T R e R LA AR
{c) Please outline briefly the purpose of the change(s) in INStPUCLTONAl PrOCESS...ccvieerivrinis i
........... TSSO OO PP PP P e PSP R AL (LRI LA
: : /

(d) Who were the original advocates of the change(s}? {Rank order if more than one.)

(i) administrators within unit ....«....

{iiy administrators outside unit ..........
T (i) faculty within unit .........

{iv) faculty outside unit .......... . -

“{v)  students within unit-..........
{vi) other (pliease SPECHTY ) tevieririrne e TS SO PO PP T PP PP PPP

. ) : ~
(e}  Scope of change(s) (please check one).

(i)~ applies to one department/division within unit .......... .
(i} -applies to more than one department/division but not to the whole unit ..........

. {iii) applies to the whole university ..........

. Please describe briefly any significant changes since June, 1973 in the BACKGROUND (eg. age, educational exper-
ience, socio-economic status} of the STUDENTS within your unit

..................................................................................................................................................................................

. Have there been any significant CHANGES in the OPPORTUNITIES FOR GRADUATES from your unit since
June, 19737 Yes ......... NO voveereee ’
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. 14, (a) Has there beén any CHANGE in the STATED GOALS or MISSION of your unit since June, 19737 Yes .....
' No .......
(b) IF YES, please describe the change and outline the reason{s) for it ......cccccivnnnas : .' ........ e rerer e aesereans
. o . . ~

IF YES:

B

iG. Please describe briefly any significant CHANGES in the RESEARCH FUNCTION within your unit since June, 1973

{eq. level of funding, number of staff engaged in research, number of publications, focus of research effort). ..........

17. Please describe briefly any significant CHANGES in the SERVICE FUNCTION within your unit since June, 1973

(service to the profession or the COMMUNITY ). verierericririieinenrnie s st e vrmeaeeeetrteanrieseaarrintraraeanaeaarees .
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PART C: MAJOR DEVELOPMENTS
INSTRUCTlONS Some of the specific changes which occur in a unit may be part of an overall
major development (or developmeqts). | F there has heen (or will soon be) such major devel-

opment(s) within your unit, please reispond below.

19. {a) Please describe in your own words the MOST SIGNIFICANT MAJOR DEVELOPMENT which has occurred

in your unit since June, 1973.

v

i ) i .
{note: !f in your opinion there has mot been a major development sincé June, 1973 but one is being planned

for the near future, please describe the planned change indicating the expected date of implementatién.)

«

{c) Please check below those changes describbed on pages 3 to 13 which were a part of this major development:

°

.......... No. 6 leadership Nd. 13 instructional processes
. _No. 7 organizational structure ... No. 14 goals or.mission
.......... No. 8 governance * veeewne. No. 15 name
rereserees No. 9 undergraduate programs ...%.... No. 16 research function ;
o. 10 graduate programs weeeee No. 17 service function )
. 11 students L ... No. 19 facilities
. 12 opportunities veeee NoO. 22 staffing (on page 17)
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#

\

20. (a)  Please describe in your own words the SECOND MOST SIGNIFICANT DEVELOPMENT which fhas occurred .

~in your unit since June, 1973.

»

'

(b}  Please check below those changes described on pagés 3 to 13 which were a part of this major development:

.......... No. 6 leadership o' eeve. No. 13 instructional processes
.......... No." 7 organizationgt urgcture _ weveee. No. 14 goals or mission
.......... No. 8 governance ] wreineee NO. 157 name
.......... No. 9 \undergradulate programs - vereer-. No. 16 research function
. No. 10 graduate programs I No. 17 service function
.......... No. 11 students, s ‘NO. 19 facilities '
.......... No. 12 - opportunities for graduates No. 22 .staffing (on page 17)
Other (please specify) ....... PPN R
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W

"

PART D: OTHER UNI.TS OF HOME ECONOMICS

21. Listed below are the units of Home Economics being surveyed for this study. Please select those which you con-
t

sider to be the top five With respect to OVERALL INSTITUTIONAL VIT‘ALITY, based on the following criteria:
the unit’s reputati‘on for innovation and adaptability; the scholastic reputation of faculty members; the accept-

ability of graduates to emQoners and to the profession of home economics. ‘
INDICATE YOUR RANKING by placing the numbers 1 to 5 in the spaces to the left of the fivé units you con-

@er to rank first to fifth.
.......... Schootl of Home Economics, Acadia University
N
Faculty of Home Economics, University of Alberta™
School of Home Economics, University of British Columbia
College of Family and Consumer Studies, University of Guelph ' o

revers Departement de Dietetique, Universite Laval
Faculty of Home Economics, Universit’y of Manitoba
School of Food Science, Macdonatd College, McGill University

Ecole des Sciences Domestiques, Universite de Moncton

Departement de Nutrition, Universite de Montreal N ' .

Home Economics Department, Mount Saint Vincent Universi

Debartment of D teti(#s, University of Ottawa

.......... Home Economics artment, University of Prince &lward Island

&



'

PART E: Items 22 to 27 afe to be answered only by the top administrator of each home economics

unit. ~ T
22. STAFFING CHANGES: Please respond to each item below for the period June, 1973 to June, 1977.
- .
(a) Number of new permanent faculty members (persons NOT POSITIONS) 1uiveiiirieiirre et rir s
{b) Number of permanent faculty members who have retired or re5|gned ........ et PPN TOURT PPV

{(c)  Number of faculty members who have upgraded their formal educational Qualifications by tal;ipg courses

7
toward more advanced degrees .............cceeeieniennnn, VPPN Bt et
» {d) Increase in number of faculty members with Ph. D. ...
(e} Please outline briefly any signi’ficant change in the background of faculty MEMDETS «ovvveeseeeeeeeeeeeeverss e
\ ' .

150



23. Size of home economics unit:
{a)  Number of students - 1973/74 1974/75 1975/76 1976/17
{i) undergraduate majors W

(i), master's

{iit) . doctoral

(b} Number of degreds granted:  1973/74 . 1974/75 s 1975/76 1976/11 @

te ’ ' ‘ ﬁ

1) unde rgrad

(i) master’s 3 ‘
(iii) doctora ) P ! *
{c)  Number of MALE students: 1973/74 | \ 1974/75 1A975/76 1976/77
(i) undergra L
(i) ‘master’s .
(iii) doctoral
{d)  Number of full-time faculty (
(e}  Number of part-time faculty (1977} ...cvoceririiniinn
24. Size of‘U‘r.iiversity: number of fuII-tin.w squivalent students ..................
. ©
25. How]ong (for how many years) has there been a Home Ecoﬁomics program at youri university? ... years 4,,

e
SRy

b

‘ 26. How long has it been since your unit has experienced a major change in organizational structure (i.e. how long h* ’

your unit existed as currently organized within the university)?........... ... years
. ;

.TO ALL RESPONDENTS:
Completing this questionnaire has taken your time and thought.

Your efforts are sinceraly appreciated.

v
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INSTRUCTIONS TO PARTICIPANTS IN i
QUESTIONNAIRE PRE-TEST ‘ - S

To all pre-test participants: B S L e
~Thank you verY'much for agreeing to help pre-test my surVey
questionnaire. The purposes .of the pre-test are as follows: (a) to
indicate which items require clarification; (b) to test the appropriate-
ness of the length and format of the questionnaire; and -(c) to test the
appropriateness of the period chosen for study (June, "1974 to WJune, 1977).
’ %‘ N . Y \ N
. . . . ' o

INSTRUCTIONS: v ‘ , - ‘

1. 1If any item is unclear, please indicate by writing a note or question
in the margin.

5. wherever "home economics" is written, please substitute youryown"

discipline. \

©

o

’

3. Do not attempt to answer Part D. ] ’

4. wWhen you have completed the questidnnaire,\please answer the following
questions: : ‘ ) \ .

(a) "How long did it take you to complete the questionnaire?

(b) Which items were particularly difficult to answer?

'.ID
v

(c) Pl?aseicomment on the apbropriatenesa of the period June, 1974
to June, 1977 with respect to (i) ease of recall, and (1ii)
capturing the occurrencequ!signif;cant change.

LA
(8y If a similar survey waé conducted studying your own discipline, < -
would you be willing to respond to a.questionnaire of this length?

Yes No . Comments . BT &

e ¥
W . s

(gY Would you be willing‘to‘respond to Part D, if the units were those
of your own disciplline? Yes No Comments -

Thank you -for your time and effort. Your cooperation is greatly
appreciated. 2 )
’ ~ ‘//‘\\.

. Ly N
Sincerely,
~

Betty Crown
Doctoral Student

-

153



4

#2

o

E

- APPENDIX £V .

COVERING LETTER TO TOP ADMINISTRATORS

oo

154



' GOVERING LET@ER TO "TOP ADMINISTRATORS .
. ‘{‘1,. » L?i

June 10, 1977 - g

i
I am an associate professor in the ‘Faculty of Home Economics, The
University of Alberta. I ‘am currently on leave working toward a Ph.D.
in educational administratjon. For my dissertation, I am studying the
renewal (planned change) prbcess in post-secondary units of home economics.

e

»

. The initial part of this study is a survey of all Canadian units
granting underqraduaﬁe degrees in home economics. The purpose of the
survey is to ascertain the extent and nature of recent changes that have
occurred in home economics units. In addition, the survey results will
providé a basis for selection of a unit for further study. '

I would very mich appreciate yourﬂggsponding to the enclosed
questionnaire. I have also mailed questien rires to a sample of faculty

members in your faculty, selected randomlyfffom the listing in the-CUTHE
Directory. All responses will Dbe stricgly confidential.

In addition, I would .very much, appreciate receiving copies of any
documents that you could sharé‘with me regarding the major developments
you may refer to in answering the questionnaire. Examples of such docu-
ments might include committee or.‘task force reports, minutes of committee
.or task force meetings, or relevant portions of staff meeting minutes.
Again, information gleaned from studying such documents would be kept

confidential. i 1

I have encLiéed a postage—paid return envelope. I would appreciate
receiving your.response and any documents by June 27. Each unit responding
will receive’ a summary of the survey findings. Your cooperdtion is
greatly appreciated.. e ' )

& °  Sincerely,

) Betty Crown
Ph.D. Candidate °
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A \/
. . .
[

COVERING LETTER]TO FACULTY MEMBERS

June 10, 1977

L oW | )
L 'i AT
T - Yy gt
o S ‘ '}*«‘?‘} :
. 4 . .

'I .am_an asgeciate professor in the Faculty of Home Economics, The
Universitxgof_Alber ¥ I am currently on leave working toward a Ph.D.
‘in educational administration. For my dissertation, I am studying the
renewal - (planned change) process in post-secondary units of home economic;(
N 7/

The initial part of this study is a survey of all Canadian unitg
granting undérgraduate degrees in home economics. The purpose of the
survey is to ascertain the extent and nature of recent changes that have
occurred in ‘home economics units. In addition, the survey results will
provide a basis for selection of a unit for further study.

. I would very much appreciate your responding to the enclosed
questionnaire. I have also mailed questionnaires to the top adminis-
trator of each hRome economics unit and to a sample of administrators .ahd
faculty. °‘All responses will be strictly confidential. If you have

joined the faculty since June, 1973, please return the questionnaire to N
me unanswered; indicating your  name, so’ that I can select another res- :
pondent. : \

I have enclosed a postage-paid return envelope. - I would appréciate
receiving your response by June 27. Each unit responding will receive a
_summary of the survey findings. Your cooperation is greatly appreciated.

N ' ¥~/ Sincerely, .-

Betty Crown 3
Ph.D. Candidate . .

v <

/ o " 1sy
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INSTRUCTIONS TO PANEL MEMBERS FOR : : =
SELECTION OF UNIT FOR IN—DERgﬁFSTUDY
BN A
, Please read the enclosed summaries, aﬁa using the criteria provided
| as guidelines, indicate on the next page yoﬁr.preferences (1st, 2nd, and
! 3rd choice) for a unit to be studied in‘depth. Please summarize briefly
the reasons for your choices.

Criteria for Selection of Unit
for In-Depth Study

The following criteria are outlined in order of importance:

1. Evidence of some major purposive development: .
(a) responses to items 19(a) and 20(a);
(b) item 14 re goals or mission, if answered; - _
(c) some relationship between item 14 and items 19 and 20 (if 14 is
answered). ’ ' )

2. Extent (and nature) of changes that are related to major development:
© (a) tHe number of types of changes (e.g., a development that involved |
: changes in program, organizational structure, staffing and
leadership was likely more extensive than one which involved qply
change in program); '

(b) the extensiveness of each type of related change: each type of
change to be classified as extensive, medium or minor (see
separate sheet and note below); _

(c) the relationship of changes (e.g., a staffing change or a change-
in organizational structure seems more important if associated
with a program change than if standing alone). :

3. Extent of changes unrelated to major development but which still seém
important: : . ¥
(a) the number of types of changes; 7 \
(b) the extensiveness of each type of change: to be classified as
extensive, medium or minor (see separate .sheet and note below).

4. Perceived institutional vitality:- the number of reSpondents ranking
unit one to five as well as composite ranking index. (The higher the /
index, the higher the composite ranking for that unit.) ' M

NOTE: On the attached sheets, I‘havé attempted to provide some examples

»eaf what should be considered extensive, medium or minor for each

. type of change, without being exhaustive. However, panel members
) are asked to use their own judgment in each case.

.
X
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INTERVIEW GUIDE.

»
'

A. BACKGROUNDvINFORMATION (Respondent)

1. Respondent's Division:

¢

2. Specialization:

3. Highést Dégree:

4. Number of years teaching at this institution:
5.  Number of years iﬁ uniQErsity teéching;

25 or below

26 to 30 -

31 to 35

36 to 40

41 to 45

46 to 50

51 to 55

56 to 60 ,

61 to 65 , ‘

6. Age:

.

(
(
(
(
(
(
(
(
(

7. -Sex: ) M
) F

L o
B. VERY BRIEF DISCUSSION OF RESEARCHER'S UNDERSTANDING OF THE CHANGE
UNDER STUDY: '

The chande process which[I wish to study is the recent introduction
of new curriculum. I understand that this means an entirely new curriculum
in the family sciences area (i.e., a ‘general program and a family scignces
program) as well as lesser chahges within the foods and nutrition programs.

My understanding is that this most recent development is in fact
part of a longer-range plah which was initiated a number of years ago.
At that time the decision ‘was made to develop strength in the human
nutrition area first, then to develop tqi family sciences area. The
appointments of both the past and curren directors have been in keeping
with these two thrusts.

[ib ’ 161
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C. GOAL HIATUS AND INTENSITY

I understand that the agreed upon change goal was: to develop
a curriculum that reflects the stated philosophy of home economics as
a unified field, including a strengthened family sciences program.

1. Did you agree that a change in the suggested direction was desirable?

-t

2. At the time the curriculum committees were established (fall of 1975),
how IMPORTANT did you think this goal to be?

(b) How URGENT did you perceive it to be?



'L‘\

. | 5 TN : iz 2 Y2 .‘7&“‘7'54“ Y% ;;\ “é

(C)- How did these perceptions change over time? i) _;:_%#%&ﬁﬁﬁu~¢

L » :!
|
{

3. (&) At the time the curriculum committees were established, how
large did you perceive the difference to be between the. e

situation then and the goal or .desired situation?

So small to be inconsequential

Probe: - )
(Interviewer {( ) Real, but could be achieved relatively easily
check) Lo (. ) Could be achicved with considerable effort
«

Very large, unattainable
, .

(b) How did this perception alter as the change process proceeded?
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,;ﬁ the agrged-upon goal. Did you think

’ IF YES

(b)Y How impdrtant and/or urgent did you initially think these goals y
to be? ' : . :
4

K

how iaréeldiq,you perceive the difference

(c) Regarding these goals,
(or desired)

to be between the situation then and the goal
situation?

(@) Did these perceptions Y1ter over time as the change process
proceeded? T



1t

D. RESPONSE (COMMITMENT-RELUCTANCE) TO CHANGE GOALS

1. Please describe your INITIAL reaction to the change goal (s), in terms
. of oppositidn or support. : :

- -
,

Probe: opposed
(Interviewer . . very reluctant
.cheack) neutral/indifferent

supportive (in principal) .
quite committed (time and enerqy)
an advocate

o~~~ e~ e~

How did this reaction change over time (e.g., once the curriculum
committee. had been established and had started 1its work)?

]

i

.
-

i~

3. ‘Explain any change in attitude or behavior.

a

Py (ﬁ ' :)

4. In your cpinion, what group(s}) or ihdividual(s) were the main
advocate (s) or supporter(s) or this chang€?

5. " In your opinion who, if any, were the main resisters?

-



E.

FORCE FIELD (tx:

cﬁ

&

what factors tended to lend’ support’ \

N -
e

4 ot

What factors tended to mitigate against its success?

)

f

r .

’What terltlons and/or pollc1es in eﬁfect w1th1n the School,

or community:
(a) tended to support chépge in the desired direction?

. . . : o

(b) tended to inhibit its progress?

©

; ians, policies, resourcés,.leader behavior’,
administration &ﬁﬂﬁlt,‘tlme) » .

"In‘your opinion, ‘as the. work -of the currlculum commlttee proceeded

University.

1.

166
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‘4. wWhat resource allocations or restrictions supported or inhibited
(each phase of) the work of tqg curriculum committee and/or the:

implementation of its report? :

byt

Pro?e; (e.g;; con%ﬁ%;a

nts)‘release time, faculty available, space)

el
by
. -

-,
A . )

'5. " Were administrators outside this Sghpol (e.g., president, dean)
, supportive or non-supportive of' the curriculum changes?

.

MQ\ . ‘ﬂ\ls’ C ‘\ ¢ ) w o ‘ ".
6. _Although the curriculum committee was the maLngstratng used to ‘

accomplish the stated goal,'can you id%ptify other strategies used?

f.

#

~.

7. In your opinion d%gang the chaﬁge period, how has the Director adapted
his leadership style to suit the demands of the situation.

b

*,



(SCOPE)

(FOCUS)

/(TERML

1

F. ACTION POTENTIAL

LSis

«

1. 1In your opinion, did the curriculum revision involve: . - Y

4

(a) “only one division of the School;

(b) the whole School; : ‘ ' -

, 5 ) )
(c) one division, and other units of the university or community; or
(4) the School and other units in the university or community?
3 N .
)

2. The change obviously focused on curriculum. However, in your opinion,
was the revision also directed at any other aspecks of the School
(i.e., were changes planned in other aspects?)” j

-
¥ ﬂ

Probe: (e.g., goals, students, faCult?kggdn‘f’gtrative, structure,’ i

- instructional processes, supporttgystems, quantity -and quality

of graduates, research outpy ) '

3. When the curriculum'committees were appoinhted, how long did- you expect,
it  to be before the desired change would come about? Did you consider

this to be a short or long change period?

168
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~ N ) , _ )
, o

G. EFFECTIVENESS 'OF THE RENEWAL PROCESS

%

1. - The agreed-upon change goal was "to develop a curricul that
reflects the philosophy of home economics as a unified ¥ield
including a strengthened family sciences program." In your opinion,

.to what extent has this goal been achieved? “Explain. '

‘ - \

2. To what extent have other unstated goals been achiéﬁed? (see pg. 4,

&
#4 (a)) . , ¢
" 1
&
g N
B e 57 B R . A
1. Have there been any other beneficial Qutcomeéigq ’
¥ 1"(
¢ o B ¥
- v#‘ . ‘ e A.

4. . Have there been any negative outcomes? .

1
|




5. To what extent have the changes been implemented as planned?

A

o

v

L,

W

Each of the goals listed on this chart (give chart £o 'respbndent) are
sometimes considered to be goals for institutional ?ene,wal. In your
opinion, has the PROCESS itself been effective in, terms\‘l of these goals:

(&)

(ii) ,.self cohtrol and self direction.

(1iid) indiviﬁgrowthr~attaining one's own goals.

To what extent has each of these goals for ingi'v-idﬁals. been- .
achieved (or have you seen improvement in the "last two years)?

(1) ability to work with colleq,gues and students.

RS

ue

N

—

(iv) receptiviky to change\--—adaptabilit’/}} and flexibility.“&u

A ,

N

L

" ) . . . . - #

To what extent were these goals for individuals cor;sidered important
. * > ?
~ for the change procesgy, P)g.%v%gr:self.

by the Director?

e |
, by faculty in general?

v
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(b)

To what extent has each of these organizati

o

onal goals-beenﬁ]

171

‘achieved? '
(i) development of a high level of trust.
(ii) open communication. - .
(iii) maximization of callaboration’and teamwork.
P
. (iv) readiness to change from traditional patterns of
’ operation which no longer appear sound. )
v o o !
To what extent were these organizational goals considered important
--by yourself? . . o : :
N . v S ook N :
Ehe Director? - . _ , ?%'\”’
& 4 ) “ﬁk’ . ) .
-—by "the faculty"in general7 ' : SRR §
N . . R - '“.' - (‘%9 .

2
3

(c)' To what ext

(1)

“  (ii) commitment to organi?ational objectives.
. Ty
. 4 R

s

(iv) '
;'('V)

To what extent

ent have. each of these performan

the clarification of objectives.

., more effective utilization of resources.

e

.

(iii) creation of a problem-solving climate.

f' . v; ) . » .v“‘. . |

increased innovation. :
N : ¢ El

)

N

were these performance goals cons idered 1mportant for

the change: by yourself°
. by the Director? . i R ‘;
‘ ' by theé facu}tyAinvgenéral? ‘i -
“’;‘; LT - . B R T

ce goals been achieved:

Sl
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L \
. -
H. SELF-PERCEIVED CHANGE ORIENTATION

A \

l. How comfortable are you personally when you f1nd thlngs changlng a
around’ you?. . . \ ‘ ‘

Lo L '
) . . » s~ . e
. i ‘x .
2. Generally, do you think that most of the changes which have occurred
%1n ddr universities in the past decade have been beneficial?

L ’

< )
e ~"““I v

3. How confident are you that the changes you see on the horizon for
your School are going to result in improvements?

s

s -

« gwy
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" LEADER BEHAVIOR QUESTIONNAIRE.

\
.

INSTRUCTIONS: . Please respond to each of the items below regarding the behavior of your Director with
.. reference to the period from September, 1975 to the present, during which a major de-
velopmentook place within your School. Respond by circling a number to the right
of each item according to the following key: ) :

RESPONSE KEY ‘ .
1. Never , Lo
2. . Seldom
° 3. Occasionally -
4. Often '
5. Very frequently or always
e 3 ‘
P‘ He let faculty members know what was expected of them. 1 2 3 4
. .
2. . He was friendly and approachable. 1 2 3. 4
3 When faced with a problem he consu|t§d with subordinates: 1 2 3 4
4.  He decided what.éﬂould be done and how it should be done. 1 2 3 4
5. He did little things to make it pleasant to be a faculty member. 1 2 3 4
6. _Heffnadesure that his’part in the group was understood. 1. 2 3 4
7. Ijé.,pqt suggestions made by faculty‘members into operation. 1 2 3 4
8%% Before making decisions he gave serious consideration to what 1. 2 3 4
“#sdaculty members had to say.’ oo .
9. He treated'a‘ll faculty members as equals. " 1 \\ 2 \ 3 4
10. - He scheduled the work to be done. 1o 12 3 4
f 3 ) . . . .
‘11. - He gave advance notice of changes. 1 -2 .3 4
: ¥, ) ] .. .
12. . He asked faculty members for their suggestions concerning 1 2 3 4
how to carry out assignments.
13.  He maintained definite standards of performance. . 1 2 3 4
14. Hekeptto himself. B ’ 1 2 3 4
15. ~ Before taking action he consulted wi;h faculty members. o 2 3 4
16. - He looked out for the personal welfare of members.’ 1 2 3 A
17 He asked that fachlty members follow standard rules and 1 2 3 4
regulations.” . i :
18, He was willing to make changes. SRR 2 3 4
19. He asked fagulty‘member's for suggestions on what assignments, 1 - 2 ‘3 4
- shiould be made.’ ‘ . ' .
20. He helped me overcome prdblems which stopped me frohw ‘/ 2 3 ‘ a
carrying out my task, . ' N T
21. He éxplained the way my tasks should be carried out. . 1 2 3 4

22, H hel/p_ed rﬁe,maké—‘werkw}asks more pleasant. _ 1  2 "3 4.
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ORGANIZATIONAL ADAPTABILITY

INSTRUCTIONS: Please answer the following seven items by circling the number below each item which
represents the most appropriate response for that item.

)

v

1. How well do people in your School anticipate the need for changes in the future and prepare to deal

with them? .
Anticipation of Anticipation is Anticipatiop is i 'Anticipaﬁion is Anticipation i
problems is poor not very good fair very good - excellent
1 2 . 3 4 5
2. From time to time, job-related problems arise which require some kind of problem-solving activity. When

such situations arise within the School, how efficient is the decision making process {in terms of time, energy, etc.)?

Very inefficient ‘ ‘Inefficient Fairly efficient Quite efficient Very efficient
1 : 2 3 4 o 5

3. How effective are the solutions to these problems (in terms of apbropriateness and acceptability)?

Totally ineffective Not very effective = Fairlv‘éffective Quite effective Very effective

1 R . ] 4 5 L.

\r3

4. When changes.are made in the administrative routines invalved in the work of your School, how quickly do
people accept and adjust to these changes?

Accebt/adjust Rather slowiy Fairly rapidly Quite rapidly - Accept/adjust
very slowly . immediately
. .
1 2 3. 4 : 5
5. When changes are made in professional procedures involved in the work of your School, how quickly do

- people accept and adjust to these changes? o ) - -

Accept/adjust Rather sIoWIy . Fairly rapidly Quite rapidly Accept/adjust
very slowly : . ' o immediately
1 ) 2 3 4 5

s AN - .

6. What proportion of the people in your School readily. accept and adjust to changes when they are made?

Considerably less Slightly less than SligHtIy more than Considerably more Practically
than half ~half : _ half than half everyone
1 2 . 3 4 5
7. -Ingeneral, hovs; would you rate the overall effectiveness of your School? _
Very low B - JQuite low Averag;e Quite high 'Very high
B a2 3 e - 5

'
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Philosophical Statement

THE REVISION OF THE FAMILY

)
! \

* .
SCIENCE CURRICULUM

. . IN THE SCHOOL OF HOME ECONOMICS

» Introduction

~ The .Curriculum Committee of the F
‘gone consultations with each of the facul
has attempted to integrate their recommen
developed by the committee. '

o

V.

o

¢

~

%
i

amily Science Q}yis%ph has under-
ty membegs in the Diwision and

dations with the overall Qb@losophyxﬂ

.

The Family Science Division empléys a framework which views Home

Economics as an applied area of study whi
family* and the near environment of the £
integration of a number of theoretical pe
of study include the family, human develo
‘family to human and material resources of
as foods, nutrition, textiltes, clothing,
required courses in the curriculum provid
framework. Electives from Home Economics
opportunities for students to pursue area
ization. -

_ .As an education, Home Economics i
learning, the acquisition of a spirit of
standards of excellence. As a profession
pares the student to apply these educatio
community settings. The program also pro
may progress to graduate work.

) The long'ranée goal of the progra
work both with individuals and with famil
to provide graduates with the :ability to
world societies as well as to provide fac
the identification of need changes and

N

In the following pages a number ©
of existing coursés, as well as .some new
These changes will be. implemented beginni
changes planned await the acquisition of

X 5 @ :

*References to 'family’ in this s
include an awareness of a range of family
Western and non-Western in cultural origi
The Family Science Division intends to ta
‘of the University on a continuing and sys
_and develop a body of data on the range ©
support human development over the life ¢

. . N .
B .t ,{,S P

ch focuses on the individual, the
amily. This study. involves the
rspectives. The specific areas
pment, the relationship of the
their near environment, as well
housing, and applied design. The
e the basic structure of this
and from other disciplines give
s related to their chosen special-

nvolves techniques for continuous
inquiry and the development of

, the undergraduate’ program pre-
nal experiences in school and
vides a base from which the student

2

m is to produce graduates who will
ies. The perspective is_intended
respond to changes in Canadian and
ilitative support to citizens in

the means for thelr implementation.

£ changes in the level and content
course offerings, are detailed.

ng in September, 1977. Other

faculty with appropriate competencies. o

tatement should be understood t !
- forms, traditional—contemporafgkv/‘Jj
n, which exist in Canadian society.

p the available academic resources
tematic basis in order to identify

f practices and patterns which

ycle. \
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Professional Development “Xﬁ,

100* 1 1/2
101* . 1 1/2
400 1 1/2

v

Human Development (10)

. (240)
(341)

t 210%

310*
312%*
414**
404

Family kzo)

L 79
-
Family Sciences: Course Numbering system
A
. 7/
[ntroduction to Home Economics L.
Introduction to Home Economics IV
Contemporary Issues in Home Beonomics. u
-~
Human Growth and Development: The Process.
Human Development: The Person.
.Parent+Child Relationship.
Aging and the Family. .
Family Sciences Seminar: Human Development, (a)
?
The Contempgorary Family.
. Family Analysis. ‘ s
Research Methods 1in Family Studies.
Family Sciences Seminar: Family Studies. (b) -~
P

(342/ )

343) 220* '3
322%* 1 1/2
422%* 1 1/2
404 1 1/2

Cohmunication (30)

(450) 230% 1 1/2
430%** 1 1/2
404 L1727

E@milvaésources (40)

(360) 240* 1 1/2

(462) 340* 1 1/2

(362) 342* 1 1/
404 1 1/2

’ 3

Human Communication.

' Designing Human Communication Systems.

Family Sciences Seminar: Human Communlcatlon

Famlly Resources .
Problems in Family Finance. : -

‘Consumer Problems.

(e)

»

Family Sciences Seminar: Consumer Studies. (d)
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,.;.‘ o N | _ . ) ” ,
.t *Clothlx/’and Te;glles (50) o P _ o

\ ' ; -

(210) ©354% 11/2 Comparative Clothing‘gonﬁtructioh. . .

(202) . .°352* 1.1/2 Basic Textiles.

(310)  350* 1 1/2 Cl@thlng and Human Behavxq;.

‘(312) .0 .454*. 11/2 apparel. D951gn I. L X

(402) 7 452* 11/2 Advanced. Textiles. Co

(416)  450* 11/2 History of cdstume. '

(312) 456* 11/2. Apparel Design 1I. o

404 1 1/2 Family Sciences.seminar: Clothing and Textiles. (f)

\ ‘ : e ° N v

v

Housing and Design. (60) : c o
. . } ‘
(220) 360* 1 1/2 - Design Fundamentals - ,
364 11/2 Housing for the Family. ' "
(322) ~ 366* 1 1/2 Textile Qe51gn . .
420 11/2 Elements of.- Hou51ng Design. R .
".N‘éW" . (80) ) - . . ] . . o ‘ v . “1 .
M '” N 4 . N v‘ ) ’ ,»’1
. . . : . ‘.j;_ .J :
MISCELLANEOUS' L ) , . o - K\Jf
, : . ] . A TR T ’ o
: Csee - 1 1/2-3 Special Problems o .
476 - 1 1/2 Directed Study : , .
. ‘ . N S e ,
p "7 ’ . s
“ o . N )?
§
& .
}X‘ 1 -
;
‘ay - . \*\\;;“ > v °
* Change in existing course descrfgzzgn, nupder, etc. S
** New courser— - . - i ’
. E RS )
S . P
~ ¢3 .N‘ - .
7 oy Y



. A o ‘, ‘ o, 181

' DIVISION OF FAMILY SCIENCES
Entrafpe Requirements from Secondary School Programme:

Mathematics 11 ~ N ‘
Chemistry 11 ) e /
Math 12, suggested ‘ ' '
Physics ll,’suggestéd ‘ \ ' ‘ SN
Bjology 11, suggested . ° . . . Coe
.. As many/ﬁome'Ecpnomics courses at the "11" and "12" level as possible.

'Firsﬁ Year o Units “Se;oﬁa Year ' ' Units
x*English 100 © . . .3 . Chemistry 230 ) 3
Lo Biology 101 or 102 7 .3 ’ ++Economics 100 3
Chemistry 103 or 110" % = . 3 Home Economics 210 3
+Social Science or’ ', . ’ B Home Ecénomics 220 , 3
*Mathematics 130 3 Home Economics 240 - 1 1/2
Home Economics 100 and 101 -3 *® %% Home EcénomiQS‘Elective _l'l/Z
\ . : 15 ; : ' 15
' FAMILY SCIENCES PROGRAMME ’ o
Third and ourth Year
Human De elopment Option . 11/2 ) ot '
Family Opfion 11/2
Home Econdmics 400 1 1/2
Chosen frotw Subject
Matter Options*** . 49
’ ‘ _ 13 1/2 uhits required
. **x*xi1g 1/2 units free electives .
. A ‘ Total Credits: 30 Units Third & Fourth Year_
RS . - "
GENERAL HOME ECONCMIC$ PROGRAMME
Third and'Fourth Year
Home Economics 201 ‘or’ 207 3 . ,
Home -Economics 203 or 209 11/2 -
Home Economics 205 1 1/2 :
'Home Economigs 340 11,2
Home Egonomics 352 or. 204 1 1/2 * .
Home Economics 354 1 1/2 - ’ 1
Home Economics 360 11/2 .o »
‘Home . Economics 400 1 1/2
n Home Economics 454 or 456 11/2
b 15 unl??‘fequlred
: R . *xxx15 units free electlvesJ
— . o , Total Cred}es. 30 Units Third & Fourth Year C*_

- q

~

*Not -required if Mathematics 12 ‘has beén completed.
**See Faculty of Arts section for complete English Composition requirements.
***Sub]ect Matter Options include: 1. Family & Human Development; 2. Famlly
Resources; 3. Foods & Nutrition; 4. Housing & Design; 5. Clothing & Textlles.
N ****SpelelC courses t® be chosen in consultation with advisor.
+Social Science électives may be chosen- from the following- dlSClpllneS
arithropology; polltlcal science,-psychology, sociology.
++Not required if .any equivalent course has been completed elsewhere.

I8}



