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o _":ABSV"I'RACT B

The purpose of thls pro;ect was to offer a comprehens1ve?m

V1ew”]ofd"contract: tralnlng today,’landi," partlcular,_f

Callfornla State Un1vers1ty, San Bernardlno s crltlcal role 1n"3'

l'educatlng the workforce
Th1s progect examlned the contract.tralnlng act1v1t1es of‘
:fa number of 1nst1tutlons of. hlgher educatlon around the coun—u
‘try;' Based upon the 1nst1tutlons’ researched -a des1gn proe
posal for a Center of Tralnlng and Development on the campustav
of Callfornla,StatevUn;verslty, Saanernardlno.and housed-ln
the-OffiCe of Extended.Education was developed:' The prOJectﬁ'
concluded w1th program recommendatlons for the center
A rev1ew of the llterature prov1ded background 1nforma—-:
tlon on the current status of tralnlng needs for bus1ness;v
1ndustry, and government organlzatlons In addltlon, a pro—*f‘
jeCt completed by Donna Boyd (1994), solldlfled ‘the necess1tywj
for local tralnlng and the klnds of tralnlng needed. 2
Data for the study were.collected via a questlonnalreﬁof
15 institutions that'have beenfsuccessful in‘establishlng and
'—malntalnlng substantlal contract tralnlng activities w1th a
-varlety of organlzatlons
| Conclus1ons 1ndlcated that of prlmary 1mportance 1sbtheh'
center s ablllty to be flex1ble and creatlve as. well as to
dellver the h1ghest quallty product »ThefCenter for‘Tralnrngt“'

Cidd



and Development should begin immediately to meet the needs of

business, industry, and government agencies.
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CHAPTER I:
INTRODUCTION

Corporate Amerioe is'placing more and more emphasis
on training ahd consequently, allocating more resources to
help educate and train the workforce; According to
Business Week estimates,_as»many as 30 million current
workers will have to be fetrained between 199d and 2,001
(Andrews, 1993). The Amerioeﬁ Society for Training and
Development reports that employers currently spend almost
$30 billion each year for formal training and that number
may double in the mid 1990fs'(Dole,;1990). According to
Anthony Carnevale (1993), chief ecoﬁomist for the American
Society for Training and Development (ASTD’, "Workplace
training is [already] roughly equivalent in'size to»the
entire elementary, secondary, and higher education systems"
(p.10) . Corporate leaders such as David Kearns, the
chaifman of»the Xerox Corporation, support worker education
and training by calling education "a biggef factor in
productivity growth than increased capital, economies of
scale,tor better allocation of re‘sources"I (Galagan, 1990,
P. 435. -

“ How are institutions of higher eduoation.responding to
the tremendous training needs of business and industry?
How can colleges Carve:oﬁt a role for themselves in this

arena, given the many suppliers of training both inside and

1



yyoutside;ofvthe3WOrkplace§fiThislpaperFWill loohhat»Waysvin‘f
which colleges are enterlng 1nto contractual agreements tov
prov1de educatlonal serv1ces for organlzations 1n the
public and-prlvate sectors Results from a graduate_y
vprOJect completed by Donna Boyd (1994)'vshowed’that
yemployers, for the most part vare very 1nterested 1n
VObtaining serv1ces from their nearby colleges and |
1nst1tutions of higher education ”

: There 1s a grow1ng number of colleges around the
.country that have been’ successful in developing effective
: training programs for organlzations and dellvering, under
'contract,vcredit and noncredit courses at bu81ness 51tes,‘k
on campus;.or both: The purpose of the first part of thlS‘

project is to examine the current state of the art as

"exemplified by a small group of postsecondary 1nst1tutionsryv

engaged 1n training by contract According to the College
'Board (1989) contract training refers to
‘an arrangement in which an organizatlon whether a
business, government agency, or voluntary . L
assoc1ation, contracts d1rectly with a college or
‘university for the prov181on of instruction to its
employees, its clients, or 1ts members (p. 1)
In the past,v the literature showed that educational :
institutions delivered ex1st1ng courses or programs under
contract on campus,‘or at other locations, to asselect

'clientele spec1f1ed by the client, usually‘for the:purpOSet

- of 1mprov1ng jOb performance The training was employee



spec1f1c or jOb spe01flc, and had a pos1t1ve 1mpact on the
'cworker = securlty in a partlcular jOb or w1th a partlcularvuﬁ
‘employer . . Y ok - : : :
Unllke contract educatlon and tralnlng dellvered ln
thevpast; contemporary tralnlnguby contract is now"
"freqnentIYICustomiZed to meet theiemployerPS»wm
;specifications,‘blendlngwstate;of:thefartpknowledgeewlth,pf’
on- the job needs". (McBrlde, I993'>p'4)f:fIt can focus on ;
personal and profess1onal Sklll development for the benefltf
‘of employees and employers Today, contract'tralnlng
constltutes ‘a . major factor ln the natlon S. effort to cope
vw1th the demands of the postlndustrlal soc1ety -
| Chapter IT of thlS project’examlnes a:select group'of’
15:colleges and universities that have‘been succeSSful in
establishing and’maintaining'sUbstantiaIICOntract:training’
activities w1th a varlety of’ organlzatlons‘ 'Based on these_
models, Chapter III w1ll be a des1gn proposal for a Center I
for.Tralnlng and Development (CTD) on theecampus of
California-State University; San Bernardlnof(CSUSB).
Chapter IV of this project‘mill'consist of program
development recommendatlons for the center. The purpose of"
this prOJect is to offer a comprehens1ve v1ew of contract |
'tralnlng today——lts complex1ty, its sophlstlcatlon, 1ts
diversity, and,.1nvpartlcular,.Callfornia State‘University(l
San'Bernardino’s‘critical‘role in‘educating thelworkforceﬁt,

3



e CHAPTER IT: =
A LOOK AT UNIVERSITY- BASED
CONTRACT TRAINING MODELS

Introductlon f"'

.Thls chapter examines a select group of 15 colleges-‘
"and un1vers1t1es that have been successful 1n establlshlng"
and malntalnlng substantlal contract tralnlng act1v1t1eSj'

’ w1th a varlety of organlzatlons Although not a random

.rsample, the respondents represent a range of 1nst1tutlonal.'-

types and. geographlc locatlons 6 publlc two -year
1nst1tutlons and 9 four- year colleges and un1vers1tles (7.‘
‘publlc and 2 prlvate) In selectlng these partlcular
’1nst1tutlons for the study, approx1mately 60 colleges were
researched and/or contacted by telephone Based on
crlterla_for qualltyvcontract-tralnlng programs'suggestediy.
iby The College Board (1989)} each‘institution‘selected for‘
further con81deratlon had staff committed to developlng |
',contracts, prepared at least 10 to 20 contracts a year,
demonstrated flex1b111ty 1n a range of contract offerlngs,,
and showed progress and 1nst1tutlonal commltment toward an
established contractetralnlng effort (McBrlde, 1993).
The" study scrutlnlzes the follow1ng facets of contract

trainlng:v 1nst1tutlonal hlstory,’admlnlstratlve structure
and'staffing, marketlng,:cllentele, faculty, programs,
program deliyeryt,andAStrengths of”each program basedoon'
1993594 operations.i.Some background information was found'N

4



“in thevliterature,\however,,for the most part
»partlclpatlng respondents, usually the contractlng
1adm1n1strator,‘prov1ded hlstorlcal/background 1n—
formatlon by'mall Wthh was followed up by one

telephone 1nterv1ew

Samplinq~Technigue\'

It should be noted that collectlon of prlmary data h:
for th1s study was conflned to survey responses of a |
purposeful sampllng of respondents representlng a range
of 1nst1tutlonal types and geographlc locatlons 6 publlc‘
‘two year 1nst1tutlons and 9 four -year colleges and un1—
vers1t1es (7 publlc and 2 prlvate) ~Each 1nst1tutlon
purposefully showed ev1dence of an establlshed contract—
tralnlng effort. The-lntent'of~u81ng‘purposeful sampling
was to obtain a‘small:Saﬁplefof‘informationerich*oases of

college; and university-based contract-training programs.

Deflnltlons of Terms -

- For the sake of convenlence and in order to mlnlmlze
,misunderstandlng, 1t'1s approprlate to define a few.key“
~ words and phrases used throughout the text of ‘the study and
,1n the research 1nstrument | | |
Center for Tralnlng and Development (CTD) 1s the
specific name to be given to the office that admlnls—

‘ters contract- tralnlng within the d1v181on of
Extended Educatlon .at CSUSB.



Centralized administration is a structure in which one
office is responsible for the institution-wide
contract-training effort.

Clients can be organizations/employers interested in
receiving training for their employees.

Contract training is an arrangement in which an
organization, whether a business, government agency,
or voluntary association, contracts directly with a
college or university for the provision of instruction
to its employees, its clients, or its members.

Course and program are often interpreted differently
and yet used interchangeably. For purposes of this
project, course means a defined curriculum usually
dealing with one issue or subject. A course may be
taught in different time frames such as one hour, one
day, or over a period of days, weeks or months. ‘

CSUSB represents California State University, San
Bernardino, whereas CSU refers to the entire
California State University system.

Decentralized administration is a structure in Wthh
the contract-training effort is conducted by a
variety of programs, academic schools, and departments
.of an institution. ‘

Evaluation is a process of measuring discrete
elements or the overall success of courses including
such elements as participant satisfaction, benefits,
results or outcomes, and impact. ’

Extended Education (OEE) is the specific name of the
continuing education division at CSUSB.

External consultants are instructors from outside the
university setting who are sought after to teach
courses. They have no current contractual teaching
associlation with any institution of higher education.

Full-time faculty are instructors who teach on a full-
time basis for an institution of hlgher education.

Part-time adjunct faculty are instructors who teach on
‘a part-time contractual basis for an institution of
higher education.



Needs assessment is an organized and planned process.
of identifying educational needs.

Program (see "course" llsted above) is viewed as an
umbrella term covering a series of courses.

Provider is the organization responsible for the
design and/or delivery of an education course or
program.

Self-supporting functions without funds from the
institution (the state).

State-supported receives institutional state funds to
support programs.

Trainee is an individual/employee participating in an
activity that has been planned to aid the individual
in acquiring knowledge, skills, or attitudes.
Training is a planned learning experience whereby in-
dividuals learn to perform specific skills.

Participating Institutions

Two-year institutions

Austin Community College, Austin, Texas

Mott Community College, Flint, Michigan

Rio Salado Community College, Phoenix, Arizona

Seattle Central Community College, Seattle, Washington

South Seattle Community College, Seattle, Washington

Westmoreland County Community College, Youngwood,
Pennsylvania

Four-vear, public institutions

State University of New York, Albany, New York

University of Arkansas, Little Rock, Arkansas

University of Delaware, Newark, Delaware

University of Georgia, Athens, Georgia

University of New Hampshire, Durham, New Hampshlre

University System of New Hampshire School of Lifelong
Learning, Portsmouth, New Hampshire

University of North Texas, Denton, Texas

Four-year, private institutions



Amerlcan Un1vers1ty, Washlngton,,D C ’
Pace Un1vers1ty, New York New York
'His'tory =
The development of contract tra1n1ng programs at the
'1nst1tutlons researched appears to fall 1nto two’ dlstlnct

categorles, One group of programs developed and contlnues

- _to functlon as an- outgrowth of contlnulng educatlon unlts

The programs of the second group developed on thelr own,“
1ndependent of any ex1st1ng contlnulng educatlon unlts
vMany of the programs 1n thlS second group seem to focusbon*
spec1allzed tra1n1ng, for example, in the'fleldfof “ |
management and are the result of grow1ng contract tralnlngﬁ;
requests from the bus1ness communlty ‘ | e

In conductlng the research and questlonnalre, the gd‘x
»lnstltutlons were asked how long each had been 1nvolved 1n
contract tralnlng, how and by whom the effort was |
3’1n1t1ated whose approval was needed _what start -up- costs
were - assoc1ated w1th the effort and what‘obstacles,:1f3h»
any, had to be overcome "f" o | | | o

" Group one: contractétrainin offlces“based in

Some of the h1storlcal aspects

of thlS flrst group were examlned Three of the programs

A:kresearched State Un1vers1ty of New York At Albany,
lAmerlcan Unlver51ty, and Austln Communlty College grew out o
’ of contlnulng educatlon unlts, however today are»u

B



independent. The remaining»six programs which originally
grew outvdf continuing educaﬁioﬁ units still function
within a continuing education>office, either With a
completely‘separate staff devoted only to contract-training
programs, or with the work shared by'the existing staff in
the continuing education office.

The educational institutions in this first group have
been invélved in contract—training programs for between
twelve and twenty-eight years.‘ The programs were usually
initiated in response to demands from‘businesses and
agencies within the comﬁunity. Often the dean or director
of continuing educatién sought:approval from the
Vappropriate department within the institution to increaée
the capabiiity of the uniﬁ to handle requests for contract-
training. 'In some cases, no start-up cdsts were néceSsary
if staff restructﬁfing was all that was needed in the
beginning stages; There were no additional overhead costs
because foice space was shared. In most’iﬁStances,
:presideﬁts;'déans, provosts? or bther high—leVel
administrators gave théir approval to theée prbgrams that
‘have brought'subStantiél‘prbfits»and'visibility to their
'institﬁﬁion85

Thé Univeréity of Delaware has a substantial contract-
training effort administered by the director of noncredit.
programs, Division of Continuing Eduéétioﬁ. It has had

-9



over 27 years of contract-training experience, originally
begun through outreach efforts of the division to meet a
request for military training. Today it serves é wide
range of cbrporate andvgdvernment clients. vThere are 20
staff members, none of whom devote more than half-time to
contract- training.

American University, Washington, D.C., which serves
14,000 students, initiated its contract-training effort in
1977 within the>Continuing Education unit and six years
later separated these programs by developing the Office of
Contract Programs as its‘own unit. There are nine staff
members, six of whom are fuil—time.

What obstacles had to be overcome? Although some
institutions felt that no obstacies existed, others
reported a few recurring themes. One repeated complaint
was territorialism. Competition within the institution and
disputes over program ownership remain ongoing problems for
some contract—training programs. ~ Another response had to
do with eStablishing é re?utation with the bﬁsiness
community,‘i.e. "rapport‘with and reépect from industry’s
top management;" And a third common answer dealt with lack
of cooperation from academic units, and a lack of faculty
experiéncéd in traihing;—which meant slow response to
initial requests for qontract programs.

Group two: independent contract-training offices.

10



The second group of institutions has been involved in
contract-training for from twelve to twenty-eight yeafs.
All six institutions have réther divefée histories. A
noticeable difference in the second group'shows,up in the
start-up costs associated with initiating the contract-
training effort. 1In the first group, all but a few
institutions reported that no start-up coéts were required.
‘Most programs that did receive an initial budget for new
positions in the first group were those setting up offices
independent of the original continuing education units.
But in the second group, most required start-up costs
ranging from $10,000 to $60,000,'depénding on how long ago
thebeffort was initiated and how many positions were
réquested. As for howithe contract-training effort was
initiated, and by whom, most of the programs in this group
were initiated by top administrators at the institution.
There seemed to be an interested faculty member, dean, or
president who said, "Let’'s cfeate a separate office to
‘handle the‘needs of business and industryﬁ" Clearly this
commitment from senior administrators provided tremendous
suppoft for a new effort on campus.

What obstacles had to be,overcome in the initial
phases of these prégramé? Here, too, some institutions
said there were none. Aéide from those, the mbst frequent
response mentioned was the issue of territorialism within

11



the 1nst1tutlon.. Some 1nst1tutlons felt that lack of

”;fundlng was a prlmary obstacle (espec1ally at state funded ff"

fschools) A few mentloned the need for flex1b111ty of
course content schedullng, and faculty‘salarles |

o All the programs researched and questloned survrvedh,f"'
,thelr beglnnlngs , Some contlnue to deal w1th the same'
‘ problems they faced at 1nceptlon, but most have found ways
to overcome them However,wthose‘programs that began w1th
strong 1nst1tutlonal support ’whether as part of a
contlnulng educatlon unlt or as an 1ndependent unlt were B

1n“general morevsuccessful,

'.AdminiStrativefStructure

' OrganiZational structure ' The first‘guestion;in‘this
sectlon that was asked of the 1nst1tutlons concerned the L
manner in whlch contract tralnlng efforts were admlnlsteredl
at thelr 1nst1tutlons‘ Centrallzed admlnrstratronvmeantb‘;
that contractlng was dlrectednby a single'office, and
decentrallzed admlnlstratlon meant that contract tralnlng
lwas conducted by a varlety of departments or. admlnlstratlvef
”unlts (Fey, 1989) A llttle more than half of the
1nst1tutlons responded that they had a centrallzed effort
(8 out of 15) A centrallzed admlnlstratlon was more QP‘
'._prevalent in two yearllnstltutlons,‘whlle a decentrallzed

admlnlstratlonvwas domlnant in four-year 1nst1tutlons,
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:ffalthough both four Year prlvate 1nst1tutlons havevl*'\v'”‘:l"l

'Lg[centrallzed admlnlstratlons

Centrallzed versus decentrallzed admlnlstratlon dld
“ffnot seem to depend on whether contract tralnlng programs

”were organlzed w1th1n a contlnulng educatlon unlt (or

'f:orlglnated 1n one), or _hether they functloned as an 1nde¥jﬁ

;Tpendent un1t des1gned solely for contract tra1n1ng -
Rlpurposes Wlthln both the centrallzed group and the
v'hidecentrallzed group, there were close to even numbers‘(8
ﬁcentrallzed and 7 decentrallzed) of contlnulng educatlon
1Z2un1ts and admlnlstratlve or academlc unlts | |
| There was tremendous dlsparlty in the organlzatlonall_

: structure of the contract tralnlng programs that were

:;'examlned A few examples mlght help explaln the

djdlfferences between centrallzed and decentrallzed efforts‘u
An example of a centrallzed admlnlstratlon is’ the Offlce of
»JCorporate Programs at Pace Un1vers1ty Although th1s 1s a'
rfour year prlvate 1nst1tutlon, all contracts w1th bus1ness,

";government and 1ndustry, are handled through thlS offlce

fffunder a centrallzed mandate from the pres1dent of the

?‘1nst1tutlon Requests are processed contracts are_f,'*"

,7wr1tten, 1nstructors are hlred and tralnlng 1s 1mplemented
:hand evaluated all under the dlrectlon of one. full tlme
"'dlrector whose sole purpose is. to admlnlster contract— dv
pptralnlng‘programs Th1s dlrector works w1th the o




*-approprlate academlc un1ts to conflrm faculty and academlc

Txcontent and program ownershlp 1s often shared

How do the decentrallzed efforts look in compar1son9
) ThelUnlvers1ty of New Hampshlre in Durham has a. major
contract tra1n1ng effort admlnlstered 1n the D1v1s1on of
‘Contlnulng Educatlon | Several other unlts of the
vun1vers1ty also conduct contract tralnlng The Whlttlmore"
lSchool of Bu81ness often handles 1ts own contracts, the o
College of Englneerlng also functlons 1ndependently
Because.ofxterrltorlalvlssues, the pres1dent establlshed a;l
campus Ad Hoc Corporate Development Commlttee, whlch meets,
eight" or ten tlmes a year to establlsh coordlnatlon Thlslf
prov1des an arena for the schools to work together,‘ :
sometlmes produ01ng jOlnt proposals

» ; Flnally, the Un1vers1ty of Arkansas at thtle Rock .
prov1des another look at the organlzatlonal 1ssues of
Sgcontract tralnlng programs Many unlts on campus,‘
llncludlng the D1v1s10n of Management Serv1ces,'contract
with corporatlons for spec1allzed tralnlng A few years
‘o‘ago,vthe D1v1s10n of Management Serv1ces was determlned to"
'put forth a serlous contract tralnlng effort "As a resultd
of a strateglc plannlng se551on, a new approach‘was
'1n1t1ated the effort of the D1v1s1on of Management‘
Serv1ces was reorganlzed by product llne rather than by
rdellvery systems. The bellef was that the only dlfferenceh
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between public and corporate programs was the increased
taiioring of oourses for'oontract'programs; The staff
stayed constant, but thekeffort for oontract;training was
- spread among"more people and divided by course content
under two program specialists. 1In addition, a full-time
sales consultant was: hlred to contact companles personally
Based on the 1nformatlon he gathered programs were
developed ;In the first three months, thevsales consultant
arranged 50 contracts; compared to an average of 10
contracts every three months. The organizational changes
werevmade for a number of reasons: "to better specialize
in‘oontent and to improve service to industry; to improve
corporate'oommunication by having the same'internal‘
structure as most‘of the.companies they deal with; and to
-have morefconsistent‘involvement with instructors".
»(McBride, 1993, p.32). |

'How oontract—training programs are administered at- the
institution seem to be'heavilyvinfluencedhby (1) the |
overall organizational structure of the institution; (2)
the philosophy of the 1eaders of the institution with
respect to contract-training (centralizedpyersus |
decentralized effort); and (3) the type of training offered
'based”on-oonmunity needstand'institntional capabilities
(spe01allzed programs versus generlc offerlngs). Creation
of an- admlnlstratlve structure that capltallzes on the
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':three factorsb ould helpzto mlnlmlze some‘of‘the

’,1neff1c1enc1e of program admlnlstratlon;felt by some of

*tlons researc;ed (e g. bureaucratlc problems)

: tor al confllcts Instltutlons were asked how

'tfthey couldfav01d confllcts w1th other unlts on campus that1§”

‘?lfare prov1d1ng,_or may want to prov1de,,tra1n1ng dlrectly

’f;fAlthough;two 1nst1tutlons sald they had no problems ‘in thlS;:

",area, thev‘ther responses were falrly cons1stentk The mostb

'thfrequent answer, from 10 out of 15 1nst1tutlons, was that

good communlcatlon w1th other un1ts could prevent confllct lu

: A number of 1nst1tutlons suggested that 1nd1v1dual contact R

;w1th faculty and key flgures 1n academlc and adm1n1strat1vek”
'*departments could also help | The need for communrcatlon'
was the same for those w1th centrallzed admlnlstratlon of
ucontractsm(flvepresponses)vand those w1th decentrallzed |
‘,administrationl(five‘responses)\ a strategy apparently
nlmportant to most successful contract tra1n1ng efforts

| The second frequent response to thlS questlon was that%
1nst1tutlona1 guldellnes or mandates were establlshed from
ﬁ:the top levels of admlnlstratlon Accordlng to. Stockholm
fzand]Lewls_(l99Q)L}"1f contract tralnlng programs were part i

T, then gradually all the unlts e

7functloned accordlng to those dlrectlves"'(p 7)
”Thls overall response was much more prevalent in the
» programs admlnlstered centrally (elght responses) than 1n



'the decentrallzed programs (two responses) Obv1ously a-

’centrallzed approach requlres support from above

E Fa0111t1es What fa0111t1es d1d the contract tralnlng
vlprograms have at thelr d1sposal7’ D1d they have thelr own
offlces, bulldlng, on- campus conference fac111ty, classroom
~and meetlng space controlled by thelr offlce, and/or |
' '_sleeplng rooms for part1c1pants° Most of the programs had:
_thelr own offlce space (80 percent) 'w1th a notlceable
dlstlnctlon between those that were. centrallzed (90
gpercent) compared to those that were decentrallzed (70
percent) It appears that the decentrallzed programs morei
often shared offlce space w1th another un1t such as
contlnulng educatlon The centrallzed programs also had al
hlgher 1nc1dence of hav1ng a separate bulldlng for thelr‘.
offlces‘and tralnlngxprograms’ 65rpercent’for centrallzedjm
programs.compared w1th 15 percent for decentrallzed |
g'programs f Flfty percent of. both centrallzed and
decentrallzed programs reported hav1ng a conference
"fac1llty; 65 percent of all programs had classroom and‘
| meetlng space under thelr control and 30 percent had
dsleeplng rooms avallable for partlclpants,‘sometlmes only.z,
._when regular campus programs were not in: se851on l
Self supportlng : To what extent are contract tralnlng
"programs self support1ng° Instltutlons were asked whetherb
thelr offlces can and do functlon W1thout addltlonal
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reVenues‘from”the'institution (selfesupporting); rece1ve>"

'_somefsupport or are totally state supported Here agaln

~there 1s a d1fference between centrallzed and decentrallzed’3

'approaches to contract tralnlng efforts All of the
centrallzed programs were self supportlng, and 1n~add1tion,.
.often prov1ded proflts to general 1nst1tutlona1 funds "Oni"
the other hand only two out of seven decentrallzed |
fprograms were able to support thelr own - efforts Itiwas T
_ 1mposs1ble for two other such programs to separate"
contract tralnlng from other publlc contlnulng educatlon;r
programs. Three decentrallzed contract tralnlng programs
’fwere subs1dlzed at 50 or 60 percent of admlnlstratlve ‘

costs

Admlnlstratlve Staff

How was the contract tralnlng effort organlzed 1n'
vtermshof»personnel;at‘each‘of the rnstltutlons‘researched?
Over three quarters of'the“institutions-guestioned‘(13'outv
of 15) had‘some fu11—time>Staff positfons serving'oniy
contract—training(efforts. But there‘wasfvery little
,conSistency within‘this‘group.b The number of full—time
. positions‘ranged from one'to‘nine. Only two programs out‘_.f
of 13 functloned strlctly w1th full tlme staff whlle the‘
’rest had a comblnatlon of full- tlme staff Wlth some who |

were part—tlme.or sharlng time with other contlnulng educa-
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tion efforts. The other two institutions administered
programs with no full-time staff positions assigned solely
for contract-training.

All the programs surveyed staff similar types of
positions, often referred té by different names. There was
in all cases either a director, an executive director, a
dean, an associate dean, or a coordinator serving as
leader. There were also marketing specialists, all of whom
sold contracts. Sometimes the marketing of progfams was
included in the job description of a third category, the
program specialist. Clerical/support staff were also
utilized but were usually in short supply.

Were there any factors that determined which
institutions used staff members strictly for contract-
tréining efforts? Community colleges Versus four-year
institutions did not seem to be an issue; both types of
institutions were evenly divided. ©Nor did it make a
difference whether the contract-training effort within the
overall institution had a centralized or decentralized
structure.

What does appear to be a factor in the assignment of
staff is volume of contracts per year (gross anhual
revenue). Of the two institutions that functioned with
only part-time staff, neither generated more than $500,COO
in gross revenue. In the group of 13 institutions with
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full-time staffing, ten had revenues exceeding well over $1
million, and three of thdse had gross revenues of over $5
million. As expected, the institutions with larger annual
revenues from contract-training had more staff members. It
would seem that in order to conduct a large-scale contract-
training effort, staff positions, preferably full-time,
must be allocated and supported by the department and the

institution.

'Marketing'

This section looks at competition and marketing
approaches most often utilized; whether there is a
marketing plan and/or budget for the contract-training
effort; and what market research, if any, the institutions
conduct. Marketing can‘be carried out by marketing
specialists, program specialists, or by pfogram directors.
Only three institutions claim to have one or more full-time
staff member (s) whose sole responsibility is to market
their programs. Six institutions have part-time staff
members assigned to marketing their programs; two others
make use of marketing specialists assigned to other
continuing education programs. |

Competition. Who are the chief sources of competition

for contract-training programs in universities and

colleges? Sixty percent of the institutions said other
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colleges and7universities}‘5ofpercent saia7p£i§a£é- o
»consultants,v44 percent sald tralnlng vendors,‘26 percent'
sald in- house corporate or government tralnlng programs,ffﬂf
and 15 percent sa1d faculty w1th1n the 1nst1tutlon,
marketlng themselves Instltutlons dld not s1te corporateh
educatlon programs prov1ded by the corporatlons themselves[
: as a major problem Several 1nst1tutlons noted that
Salthough e1ther an abundance of competltlon or a lack of it
‘ w1ll affect the marketlng effort the ablllty to define a

'programmlng nlche can focus the marketlng effort and
sthereby, av01d competltlon

~How do 1nst1tutlons flnd out" what the1r competltlon.

is? Almost every 1nst1tutlon agreed on th1s one ‘"Do your
h homeworkx: Also mentloned was word of - mouth or talklng tos
people you know All respondents mentloned talklng to
other profess1onals at 1nst1tutlons in the tralnlng fleld“
profess1onal networklng (adv1sory commlttees, profess1onal;;
assoc1atlons),tand talklng to 1nstructors and other |
‘tralnlng organlzatlons Seventy flve percent of the
‘1nst1tutlons mentloned talklng to past and prospectlve
cllents i Some programs suggested keeplng an eye on '

_publlclty used by others

Marketlnq Plan. When asked 1f the contract tralnlng R
veffort had 1ts own marketlng plan, 9 of 15 responded yes
Two of the s1x others sald they shared the marketlng plan
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vw1th the.larger contlnulng educatlon department
Most of the marketlng plans were stralghtforward bto
pmeet 1ncome based goals,‘to 1ncrease VlSlbllltY in the
"_buS1ness communlty, to target partlcular cllents, or, to L
»jhavefa certain-mik of programs ‘The Unlver81ty of North
Texas sald they target past customers,'alumnl,'and'sup—
porters, tralnlng dlrectors of corporatlons, and»,v
educatlonal dlrectors of state assoc1atlons ;At the'v B
‘Unlvers1ty of Arkansas at thtle Rock, the D1v181on of
Management Services 1s housed in the state chamber of
: commerce offlces 1n downtown thtle Rock ‘ Thelr marketlng
‘nfeffort 1s done by the Arkansas State Chamber of Commerce,»
;and over 100 local chambers of commerce | -
| Not all the programs w1th marketlngvplans have o
marketlng budgets Ten 1nst1tutlons have money budgeted
vfor marketlng,vthree-do not- and the remalnlng two have .
'lfunds avallable to them through cont1nu1ng educatlon budget
allocatlons "There is no cons1stency 1n the s1ze of the -
budgets Some get a percent of the total budget flgure
(from eight to 14 percent)~ some allocate just advertlslng
‘costs (from $5 OOO to $10 000) 'and others 1nclude
Ly*salarleS»‘ leferences in the cost of advertlslng and
~-compet1tlon in beglnnrnglprograms versus establlshed ones .
_;1nfluence the amount}of'money needed.to promote contract:.
straining"programs;d‘el ER .
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Market analysis. Do those respons1ble for contract—

tralning programs attempt to analyze their markets° SlX
1nst1tutions said-no market analys1s 1s conducted at all.

" The other 9 1nstitutlons conduct 1nternal market analysrs,
mostly on an informal ba81s in their own offices or through
the larger continuing educatlon department

Marketing potential clients. Whatde-contract—
| training programs do to market to potential clients° Nine
1nst1tutions said direct mail (on the average of three to’.
four per year) 1s a significant portion'of'their plan..

Eight responded that they make personal sales calls eVerys’
week. -Next came professional netWorking'and»media
releases/advertising_mentioned byrsiX'institutions’each
Three make telephone sales calls on the average of 10" to
15'per week; only companies that have been carefully
researched and screened"are called.» Only tWo‘institutionsb
lused invitations to campus.events as a‘marketing tool.

- For the‘contacts that,were'initiated,"hoW'were
decisions made as to which organizations toiapproach? Two
‘strategies were evident. One was based on the size of the
organization. The other approach was to research the
company and find out its goals,,its commitment“to tralning;
whether it is a growing concern, whether it is»av"hot“m
_industry in the:region[ and whether its needs}match the
expertise of the college or_university; hContract—training
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‘ programs tend to use dlrectorles, publlcatlons contalnlng

o bus1ness 1nformatlon ‘"top" company llsts,vchambers of

commerce,,and other sources of th1s klnd for thlS

'h_1nformatlon

= Marketlngbeffectlveness - Instltutlons were asked whatf
‘percentage of thelr overall effort resulted 1n a 81gned |
vcontract over a perlod of one year’\ Four of the f1fteenée¥;*
:‘1nst1tutlons sald they could not estlmate The other i
televen averaged 30 percent resultlng 1n s1gned contracts;f
'It is. 1mposs1b1e to evaluate how effectlve the marketlngff;”
.efforts are 1n the contract tralnlng programs questloned:a

'.because those who run. the programs were unable to make an

assessment Some 1nst1tutlons conduct very llttle

1market1ng, but because the programs are spec1allzed and

there 1s a hlgh demand for them, many contracts are wrlttenfl:

per year and revenues are hlgh Other programs w1th solld

: marketlng efforts do not have the ‘same . turnaround 1n

'numbers of contracts or revenues recelved (Harrls, 1989)

The Cllents

Among the 15 1nst1tutlons researched'and questloned

'great d1fferences were found 1n the way'contract tra1n1ng

"was dlrected Those d1fferences 1nclude the annual number‘"$ -

fof contracts,vthe amount of annual revenue generated

‘plnltlatlon and negotlatlon of contracts, the s1ze and type
24




”h,an mean of $3 846 per

‘of organlzatlons served assess1ng clle t satlsfactlon, andﬂig["'

the klnds of tralnees served ThlS sectlon w111 address‘fﬁ‘“

”1those dlfferences

Amount of contracts and revenue The 15 1nst1tutlons .

negotlated over 2, 400 contracts 1n 1993 94 1 700 contractsgy{ﬂ“

"were negotlated by one " 1nst1tut10n : Slxtfhpercent of the

:-'1nst1tutlons wrote fewer than flfty cont acts each }The3°‘

amount of revenue generated seemed to bear:no cons1stent
,relatlonshlp to the number of contracts wrltten «Gross f”
‘annual revenue from contracts among the 1nst1tut10ns rangedu

-_from $150 000 to $15 mllllon, Wlth the medlan annual

frevenue at $1 6 mllllon"ﬁand the mean at just over $2 6

"mllllon

Of the 6 two year colleges, two wrote more than 100
’ contracts each all of whlch were small averaglng approx—

1mately $25 OOO each RlO Salado Communlty College-f

averages 60 contracts annually,‘gross1ng $5 mllllon -fTW_;

'JThnegotlated 60 80 contracts and had grossﬁaverage revenuesfiﬂf'*?
. of $1 5 mllllon each Westmoreland County Communlty
vACollege 1n Pennsylvanla, negotlated fewer than 30

'jcontracts, had gross revenues of $1OO 000 'and brought 1n3iiv3‘

71 In contrast .w1th the exceptlon of the_Unlver31ty offf}5f"

',,North Texas at Denton, Wthh negotlated 1 700 contracts,mfp“v
“the remalnlng 8 four year 1nst1tutlons had markedly fewer-*i*'




| contracts per 1nst1tutlon (medlan 40) but thelr contractsf

‘73were larger (medlan $92f0v0) and thelr gross revenues were o

hlgher (mean $2 980, 000 compared w1th the two year ‘

‘fcolleges of $2 440 000) The two prlvate 1nst1— tutions
wrote fewer contracts than the publlc 1nst1tutlons,_but-the'
'mean value was about the same S ‘ | | | “

e and}s1ze of or_anlzatlon beln‘,served Among allgwa\

15 of the 1nst1tutlons surveyed nearly 63 percent of e

contract tralnlng was conducted w1th bus1ness and 1ndustry,f
fabout 32 percent w1th government agenc1es (local ‘state, of,,'
federal) 3 percent w1th 1nternatlonal groups,'and 2

ibpercent w1th voluntary assoc1atlons »Eleven»of.the

“1nst1tutlons d1d not contract w1th voluntary assoc1atlons,;f
: two d1d not contract w1th government agen01es; and one‘dldv
jnot contract w1th bus1ness and 1ndustry o | S

More 1nst1tutlons prov1ded serv1ces tovat least'two?j

'types of cllent-falthough half of them*dldw7o percent or

~'more of thelr tralnlng w1th bu51ness and 1ndustry and lessnwl_i"T

than 30 percent w1th government agenc1es : The data

"reflected that contract tralnlng was heav1ly orlented

'p_toward bus1ness and 1ndustry,‘ fewer tra“nlng“programs were~F'

';conducted w1th government,agen01es There were no marked

'”dlfferences between the var_ous 1nst1tuH_ons'as to the type

of cllent served

Wlthln the group of instltutlonsisurveyed 20.percent-"




of the tralnlng was done w1th small organlzatlons (fewer f;'_ '

i than lOO employees), 35 percent w1th mediu

'organlzatlons (100 to 500 employees) ﬁand 45 percent w1th o

ilarge organlzatlons (more han 500 employees) g Some dld

"'over 85 percent of thelr tralnlng w1th small organlzatlonsfﬁn

whlle others dld over 90 percent w1th large organlzatlons.]g~"'

Flfty percent of the 1nst1tutlons conducted less than 15
percent of thelr tralnlng w1th small organlzatlons, less
-than 23 percent w1th medlum s1ze organlzatlons, and more

'than 40 percent w1th large organlzatlons vThe s1ze of thei'

f‘cllent organlzatlons appeared to be related to locatlon an

well as to college mlss1o lsome 1nst1tutlons d1d not haveff

'1gaccess to large organlzatlons w1th1n thelr market area,'

whlle others w1th broader access apparently selected one or
‘more market segments, probably 1nfluenced by thelr
: capabllltles and thelr competltlon

v’In general the four year 1nst1tutlons prov1ded less é't
trarnlng for small and medlum 51ze organlzatlons and moreiif
for large organlzatlons than dld the two year 1nst1—“‘ lﬁ;"lw
tutlons- .Otherw1se, dlfferences among 1nst1tutlonal typesi;

~in thlS area were mlnlmal

Contacts and dec1s1on makers When educatlonal"”

v1nst1tutlons sought tralnlng contracts, who was contacted7

‘fyat the cllent organlzatlons° Who 1n the cllent group madei

'athe dec1s1on to establlsh a tra1n1ng contract7' Who was»;df””'




involved in executing the contracts? And, among the signed
contracts, who initiated them--the clientéior the
providers? The answers were strongly influenced by the
size and type of the client organization served.

Some of the respondents noted that in soliciting small
business contracts; they went directly tQ the chief execu-
tive officer, who was oftén also the owner of thé business.
But in large ofganizations the contact was most often made
with the training or personnel director. The answers in
this sufvey were undoubtedly skewed towérd the larger
~brganizations which constituted the major clients or most
respondents.

The decision to undertake a training program was most
1ike1y made by the chief executive officer (30 percent),
although division or plant manageré, training directors,
and personnel or human resource directors often had that
authority. The contact to seek training was often
initiated by the client; in some institutions, 90 percent»
of the successful contacts were‘initiated.by the clients,
while in others, only 5 percent were initiated by the
clienﬁ. Half of the institutions surveyed reported that 50
pércent or more of their contracts were.client initiated,
-although one quarter of the institutions initiated 75

percent or more of their contracts.

Evaluation. All respondents reported making some
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effort to assess cllent satlsfactlon w1th the tralnlng

program Procedures 1ncluded evaluatlons by partlclpantS‘j,j

o and cllents, follow up 1nterv1ews w1th cllents, cllent

repetltlon, and assessment of tralnee change (e g pre;’5:
”and post tests) Three respondents used two assessment L
_dev1ces,:four used three, and about flve used only one
',vcevaluatron procedure : Nlnety percent of these 1nst1tutlons
used part1c1pant evaluatlon, and several of them had t_fﬁ""
partlclpants complete both mld course and course end
vevaluatlons : Over 50 percent conducted cllent 1nterv1ewsv"
_'when the program was - completed More than 25 percent .
}engaged 1n a more formal evaluatlon that 1nvolved the
‘cllent such as 1nterv1ews and follow up calls : FormalQ'b”
_assessment of tralnee change,.through pre— and post—
| testlng, was mentloned only rarely |
Several campuses c1ted repeat cllents.as a way of
L assess1ng satlsfactlon w1th the program, but always in :
, ucomblnatlon w1th at least one" other evaluatlon procedure;
Data on repeat cllents were avallable for all of those Jf
"surveyed _on the average,‘nearly two- thlrds of the
'.contract tralnlng reported was w1th prlor cllents Thej:§f7
‘g:ptwo year 1nst1tut10ns were more llkely to\do repeat
fbus1ness than were the four year 1nst1tutlons ) Flfty
ipercent of the two year 1nst1tutlons conducted 75 percent
‘or more of thelr contracts w1th repeat cllents, four1Yearbl
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1nstrtutlons conducted 60 percent of the1r contracts w1th
'“repeat cllents | | S

The amount of repeat bus1ness undoubtedly 1nfluences
‘the marketlng strategles o However, repetltlon alone 1s notd
clear ev1dence of cllent satlsfactlon, the prov1der may be
tthe only place in town where tralnlng is avallable, and they
,dcllent w1ll contlnue to use that prov1der, even when faced
w1th medlocre programs, untll other affordable optlons

' become avallable (McBrlde, 1993)

TableiI: ‘Percentage of Respondents, by Instltutlonal Type,
L Serv1ng Elght Categorles of Tralnee

All ‘Two- year Four year Four year Four year o

Institu. : Instltu : Publlc . Private
Senior/upper- R o ey
level mgmt. 33%  16% 44% 0 42% - 100%
‘Middle Mgmt.  80%  66%  77% . 57% . 100%
Technicalvandi.. . Bl e i, : -
prof. wkrs. 53% - 66% . .44% = 42% -1 1
FirSt—line L E P SR s
supervisors 53% 33%. . 55% . 57% . .100%
‘Sales and o
mktg pers 0% 0% 0% . 0% 0%
Secretarlal/’
' clerlcal 6% 16% L 0% 0% 0%
.Operators and . :
crafts wkrs. 33% 83% 0% 0% 0%
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Trainees“ ‘Unlvers1t1es were asked to dlstrlbute.ther
‘-_;tralnees served ‘into elght categorles. senror or upper—‘if!
hlevel management .mlddle management techn1cal and B
profess1ona1 workers, flrst llne superv1sors, sales and:i.

‘marketlng personnel secretarlal and clerlcal personnel
operatOrs, and crafts workers “ As shown“ln Table‘I
tralnlng for mlddle management 1s the heavy favorlte, w1th
80 percent ‘of the 1nst1tutlons offerlng programs for them
This category pers1sted as a prlorlty ‘across 1nst1tutlonal,
types _Technlcal and profess1onal workers were served by
over 53 percent of the 1nst1tut10ns, as were f1rst llnea
supeersors, 'Except for mlddle.management‘ technlcal and
professional workers, "and flrst llne superv1sors, there was
a notlceable dlfference between those tralnees served by
two-year institutions and*those-Served‘by four—year
institutions.‘ | | ﬂ

In.general the two- year 1nst1tutlons served a more
d1vers1f1ed group . of tralnees and had more programs than
did the four—year institutions. ' The two—yearllnstltntlons‘
served ali‘groupSubUt one, the sales and marketing o
'personnel. The four- year un1vers1t1es served four groups
-senlor management ‘mlddle management technlcal and
professlonal workers, and first-line superv1sors.f The>
four—year private’institutions weremsomewhat-more focuSed,
cOncentratingeon‘three categories: senior‘and upper-level
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manégement, middle management, and first-line supervisors.
- Generally, sales and marketing people and secretarial
and clerical workers received the least attention. All of

their training was provided only by two-year institutions.

Programs

This section examines the programs of the 15 institu-
tions questioned. It covers both credit and noncredit pro-
grams; how much of each was undertaken and in what forms;
how many programs were customized; and how client requests
for contract—training_were handled.

Credit and noncrédit. On average, 70‘percent.of
contract programs provided by the institutions were
noncredit. Among the 9 four—yeér univeréities,,oniy 18
percent of its contract-training programé‘were offered for
credit. The two-year institutions provided both credit and
noncrédit programs, averaging 46 percent credit and 54
percent noncredit. |

As shown in Table II, of the four-year private
institutions, 65 percent were credit offerings and 35
percent noncredit programs, compared with the four-year
pubiic institutions which offered only 4 percent credit

and 96 percent noncredit offerings.
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‘flTable»II: Percentage of Respondents, by Instltutlonal t
' S ”Type: Credlt vs. Noncredlt Programs : e

All Two year Four year Four year Four- year
DRI Publlc’ Prlvate

Cons1der1ng the dlfferences between credlt and
':noncredlt contract tralnlng and the process1ng requlred for .
: dellvery, thlS heavy leanlng toward noncredlt contract—'

'f.tralnlng makes sense. On the demand s1de, there appears to:

'be less 1nterest 1n cr”dlt 1nstruct el

'fdegrees are far’jﬁ;ik"'

‘less 1mportant than the learnlng outcome expected from thev‘:,"

‘?'ttralnlng Cllents want qulck responses w1th customlzed

noncredlt tralnlng to meet thelr needs, Wthh colleges and
‘unlvers1t1es can prOV1de To supply credlt programs under
'thhose terms is usually more dlfflcult because credlt
courses requlre more, and longer 1nternal processlng
Table III . Percentage of. Respondents, by Instltutlonal

Type : Three Ways Contract- Tralnlng Programs
: e Were Dellvered ’ :

- All,{Two year Four year Four year Four year
CoE L : : Publlc Prlvate

*ﬁyInd1v1dual _ o e e r“. SRS B
~Courses - - 72%  75% . 66% . 72% - 30%

ﬁpLCertlflcates'_fZS

o

23 29

o\°

[\
Keel
e
w
ul
o\°

o\°
ul
o\°
o
w
(2]
o\°

‘ DegreeyCOurses‘iB%” IQFZ




'Deliyeryl_ Instltutlonsvwere asked about the ways 1nv
thlCh contract tra1n1ng programs were dellvered OfferlngSf’"
for credlt and noncred1t-—1nd1v1dual courses,_certlflcate
programs, or degree programs——dld not vary much by 1nst1tu—’
tlonal type w1th the four year prlvate 1nst1tutlons hav1ng
=the most varlety (see Table III) 'Seventy—two percent'of -
Jall programs were 1nd1v1dual courses, 25 percent were o
certlf;cate programs,vand degree programs made up only'
about‘3'percent Both the two year 1nst1tutlons' and:thevtb
four- year publlc 1nst1tutlons offerlngs constltuted‘ R
approx1mately 73 percent of 1nd1v1dual courses and 26
'percent certlflcate programs The four- year prlvate :
1nst1tutlons offered less than 30 percent 1nd1v1dual
courses, 35 percent in certlflcate programs, and 30"percent
contract tralnlng 1n degree programs (a large 1ncrease over

that of the two year and four -year publlc 1nst1tutlons)

'Customlzatlon.' A large percentage of, contract-
training'programs, on ayerage‘about two—thirds,'were
customized for the client.  The degree of customiiation,
however, yaried.widely, ranging from modestladaptations of
scredlt ‘and noncredlt courses that were already on:the
‘shelf to major 1nstructlonal des1gns to: meet spe01flc‘

_cllent needs
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Table IV Percentage of Respondents, by Instltutlonal
’ Type V.Customlzed vs. On- The- Shelf Courses ,

f‘All ijo-yeara Four year Four year Four year
CLT S , Publlc ' Prlvate

Customized  76%  81% . 74% 74%1 . 75%

vOnfTheéShelf jf24%;,y,19%h']ﬁ . '26%'_‘”4t:326%:h “"25%i7

All the 1nst1tutlons sa1d they customlzed thelrv
,courses (see Table IV) Two thlrds of them customlzed 70"'

percent or more of thelr contract tralnlng programs ' Thefgs_f

_i',pattern varled llttle among 1nst1tutlonal types, although

’ there was a sllght tendency for the two year 1nst1tutlons:‘

to customlze more than the four

1nst1tutlons,‘one of each.type,,customlzed all the1r
'fcontract tralnlng programs and one 1nst1tutlon customlzedf{i'
as llttle as flfteen percent of 1ts offerlngs L Three y?"
:blnstltutlons used on the shelf courses for 50 percent or e

more of the1r contract programs Customlzatlon was clearly '

ﬂwprov1ded by all of the 1nst1tutlons to thelr cllents

Instltutlonal respons1veness Much of the success of

contract tralnlng efforts depends on the respons1veness of

“ear 1nst1tutlons Threeflﬁ.f~"

the 1nst1tut10n to requests for tralnlng Methods used for_»i

“process1ng cllent requests and the response t1me requlred
lvfrom requests to beglnnlng of the tralnlng sess1ons, were-*"

hlooked at

35



7;Ahout'10'institutlons, two thlrds of the respondents,'
l*descrlbed the process of meetlng a cllent s request as
.beglnnlng w1th a deflnltlon of the problem,‘assessment of
gthe need and poss1bly an on s1te VlSlt '-The other 5 |
1nst1tutlons descrlbed procedures that seemed to assume thev
'need was well enough deflned and thus ‘were able to respond

“'to 1t dlrectly But the 10 1nst1tutlons used a serles of

'fsteps that The College Board (1989) refers to as the e

response process
‘5g»l,"Vlslt the work31te

"2;‘ Analyze or deflne the problem,_orf,'conduc‘t':1
s needs assessment o '

*i~3;: Rev1ew the 1nst1tutlon s capablllty to
‘ 'vrespond - : o :

4. _Evaluate tralnee experlence and background R
.5 W1th part1c1patlon of 1nstructor, cllent
L and’ tralnees, set- objectlves and design -
. course or program to address the problem;
or define objectlves,‘des1gn the course or
. program, and meet with management and. labor
*to agree. on flnal outllne

6. Present‘flnal proposal, negotiate'terms,
' reach agreement S :

‘-r7;p:Develop 1nstructlonal plan and tra1n1ng
 materials. : :

‘:S,"Dellver tralnlng

.;E:fggh_Conduct prOgram‘evaluationyfffp

The programs are the heart of contract tralnlng, the*
"ablllty to meet the cllent needs through customlzatlon
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fand rapld response often determlne thelr‘success if}l,lah
‘.gdemands can be met at a hlgh 1evel of quallty and a:
competltlve prlce;lsuccess is assured" (The College Board
li989"p"QS)?T'Thefquestlonnalre seemed to demonstrate that,1
there are many ways to respond effectlvely, and each |
-_'contract tralnlng program w1ll have to 1dent1fy a. creatlve:
y_ match between 1ts own 1nst1tutlon s capab111t1es and |

constralnts and the needs and demands of thelr cllents

The Facultv

Who were the 1nstructors for contract'programs°‘ fé‘
what extent d1d they dlffer from the 1nst1tutlon s regular
\'-facultyo”’f ' RN ' ' L ‘ ) '

Two thlrds‘of the 1nst1tutlons‘offered credlt courses'
-under contract : Of the 10 1nst1tutlons that offered credlt‘

courses,.s1x relled entlrely on full tlme regular faculty
to teach the courses Only three 1nst1tutlons used part-‘

IT tlme ad]unct faculty or external consultants for credlt 'fjb

>,courses- Four 1nst1t”tlons reported not ferlng credlt o
courses at all ' On average, 73 percent of contract—
tralnlng programs for academlc credlt were taught by full-~

L tlme'faculty, 18 percent by part tlme adjunct_faculty,_and {7

9 percent by external consultants
Noncredlt contract tralnlng was very' dlfferent -»Fullf'

tlme faculty played a much smaller role,1teach1nggon.
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éverage only‘26vpércent of the programs. Six institutions
used'no‘full—time faculty. Part-time adjunct faculty were
used on avérage in 32 percent of hondredit‘contract—
training programs;‘oné institution ﬁsed them‘in 100 percent
of their noncredit:programs. External consultants Werelthe
primary providers of noncredit instruction, teaching on

average 42 percent of the programs.

Program Delivéryb

This section addresses the characteristics of program
delivery by the institution’s questioned. It>coveré'where
contract-training programSIWere held and on whose time?
Services provided by the client and by the college are also
included. |

Contract—training locations. The 15 institutibns were
‘asked whére they»conducted-their dbntract—training
programs——at the:client’s Site, onvéaﬁpus, or at some other
facility? On average, about tWo—thirds of'both credit and
noncredit‘contractétraining programsvwére’held at thev
client’s site. V(Sée_Table V) . Two—yéar_institutiéns also
held an averagé‘of 30'percent‘of both credit and noncredit
programs‘on'their campﬁses,rwhiiefthe foﬁr—yéar'
institutions conducted an'avérageiof,16:pércent on their
campuses and 15 percent at other facilities off campus .

There was no differentiation between credit and noncredit
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. programs..

. Table V Program Dellvery
Where Courses Were Conducted

Cllent s Fac111ty On Campus Other Fa0111ty
. CR . NC CR . NC. CR  NC-

 Respondents  68%  6%% . 25% . 22% 7%

w

hTwo year T T O T e
Instltutlons 768%,f““jv'69% 0 32% 0 - 31% . 0%

“bjf'
o

jvaour year.f T PR S o rlﬂ*_iw’, vf'_ o "_' . o
“Instltutlons “69%fji. ! ﬁg%fffﬁflG%f“;.l7%f . 15%  15%

va?(CR Credlt NC Noncredlt) ;f"

Whose tlme_was‘used for contract tralnln ? Control“of'

‘the tlme a881gned to contract tralnlng glves the employer

';‘several advantages ;:lt tends to ensure attendance and 1t

‘~fallows control of what is studled Tlme asslgned for

”‘,vtralnlng is also an 1ncent1ve to employees (McBrlde, 1993)

When the questlon of whose tlme was used for tralnlng-—.

”’company tlme or employee tlme-—results of two year

flnstltutlonsishowed lessﬂcontract—tralnr”' was conducted onjﬂrimt
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Table VI:f Percentage of Respondents, by Instltutlonal
 Type: On Whose Tlme Were Courses Conducted°

Employer Tlme Employeelemeﬂ, Shared Time o

CR  'NC  CR ~NC .~ CR NC
All Respondents 49%  61%  17% _ 12% = 34%  27%
Institutions - = 20% - 34%  -24%  19% = 56% @ 47%

nFour year'ﬂ B TR T DA
' Instltutlonsrm. ‘ 71%;;5]_

.(CR Credlt NC Noncredlt)

Among all respondents,vabout 49 percent of credlt

‘1nstructlon and 61 percent of noncredlt 1nstructlon was

conducted on pald tlme (See Table VI) i Whlle two year
fylnstltutlons conducted an average ‘of 50 percent of credlt :
pand noncredlt courses on shared tlme, the four year
1nst1tutlons held an average of only 6 percent on shared 8
'tlme and ‘an overwhelmlng three quarters of all programs on.

fthe cllent s tlme Results also showed,some ev1dence thati‘"

m'credlt courses tended to be scheduled off the jOb velther-"'

jvfon the employee s tlme or on tlme contrlbuted partlally byv

1both employer and employee




Table VII: Percentage of Respondents, by Institutional
Type: Who Pays for the Training?

Employer Trainee

CR  NC CR NC
All Respondents 89% 93% 11% 7%
Two-year ‘ ’
Institutions 81% 85% 19% 15%
Four-year ‘ _
Institutions 99% 99% 1% 1%

(CR=Credit; NC=Noncredit)

Who pays? The_question of who pays for contract-
training was addressed--the employer or employee--and it
was found that more contract-training was paid for by the
employer than expected. (See Table VII). On average,b89
percent of contract-training pfograms for credit and 93
percent for noncredit were paid by the employer. The
clients of the four-year institutions were more likely to
support both credit and noncredit training,'subsidizing
them, on average, at the rate of 99 percent each. In this
group of nine institutions, most clients paid 100 percent
of the costs.

Services rendered by the client and the institution.

During contract-training, what services are rendered by the
contracting organization, especially when an average two-

thirds of the training is provided at the client’s site?
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vbnfThe questlonnalre pr v1ded a check’off llst of elght

typlcal serv1ces offered by the ractlng organlzatlons ’
: equlpment classroom space,trecrultment of students,”-
' vfaculty travel expenses,;advert1s1ng, supplles, and e

l‘admlnlstratlve serv1ces All 1nst1tutlons responded that

fequlpment was almost always prov1ded by the cllent aS'was"'“‘w

. classroom space by over 90 percent of the cllents,’and over o

85 percent of them recrulted the students : Other serv1ces:}£
'fwere 1ess frequently rendered faculty travel expenses.
"fwere pald by over 60 percent of cllents, advert1s1ng by at;f
rleast 65 percent of cllents supplles by about 30 percent o
,adm1n1strat1ve serv1ces by over 25 percent and co—vf,y;"?f
1nstructors were prov1ded by 5 percent or less o

| vW1th1n the tralnlng contracts, the 1nst1tutlons
B rendered a range)of serv1ces to the1r cllents |
.Instltutlons were asked to rev1ew a checkllstvand glve
f.percentages of typlcal serv1ces that mlght be prov1ded

The llSt of typlcal serv1ces prov1ded by the 1nst1tutlons'.i]:
'lto thelr cllents were | | | |

chademlc counsellng ,'yﬂOrlentatlon

‘Supplies. . VfbfProgram advert1s1ng
~ Classroom space R Recrultment of
;Access to llbrarles; .~ students :
Tutoring SR :Evaluatlon of prlor
Course design . 0 learning
. Career- development 'v%;Admlnlstratlve
5 seminars - . services .
~ On-site reglstratlon}ff‘Use of bookstores
~ Food serv1ce -~ 7 Selection of . students
'Dormltorles ;L;,‘*f#fﬁx Computer center



Instructional ‘Athletic facilities
materials ‘ ,

Fof credit programs,vbn—site régistration was always
provided, as well as access to libraries, instructional
matérials, administrative services, and use of the
bookstore. Space was.provided by 30 percent of the
respondents,band academic counseling and course désign by
about 70 percént.

For noncredit programs, 90 percent provided course
design,'instructional materials; and administrative
serﬁices. " Seventy percent provided on-site registration,
and more than‘SO percentiprovided supplies and space.‘
There was no significant differences in services provided
by two-year institutions.and those provided by four-year
institutions.

. Many institutions mentioned the importance of
ensuring that adequate serﬁices are rendered. However,
since it is thevclient who agrees to the térms of the
contract and usually pays for the services rendered, it is

an open question as to where responsibility really rests.

‘The Overall Contract-Training Experience

Institutions were asked to discuss some of the
problems they’ve encountered in conducting contract-

training programs and to list some of the strengths of

43



‘their programs. The results show that institutions of
contract—training programé have éncountered many of the
same obstacles and léarned many of the saﬁe lessons.
‘Despite the many differences in structures and programs,
there is much similarity‘in what, ultimately, contract-
training administrators have to confront.

| Problems éncountered. In refléctiﬁg'on'the problems
they had to overcomé in conducting contract—tfaining
programs, more than one-third of the institutions cited
" difficulties with regular faculty; either in trying to gain
théirusupport for the contract-training effort of in
findingvféculty who were current in theirvfields, who could
cdnduct training (versus teadhing theory), and who were
effective in the business Settihg, A number of programs
suggested cultivating faculty support through working with
the departmehts and'through campus publicity. Ensuring '
qualified faculty for programs meant buildingfiists,
training and,auditing existing-coﬁtract—training faculty,
and training new faculty. |

Problems with the general institutional climate were

reportedbby abbut one-third of the institﬁtioné. Problems
in adaptihg to new needs, traditibnalism, turf’jealousies,’
and administrative skeptiCiSm;about contract—training |
vprograms all:hindered,prOgréss. It was suggested that in-
ternal support be solicited by sharing information about

44



the»benefits,of'centracting with thedfaculty and‘With tne
institutien. Educational institutions may benefit by
acquiring new pepulations.of students, by gaining aecess to
up-to-date industrial feseafch facilities and equipment, by
‘hiring as adjunct faculty members distinguished personS’
from the business communities, s1tes for student |
internships and employment,»or by_receiving financial
support for programs (Powers; 1989); vMore specific efforts
to have faculty/departmentnrepresentatives meet with
clients, to build partnerships, and to maintain
communieation, alsb'werkediwell.
| ' Red tape, bufeaucracy, and other problems in fiscal
affairs were cited frequently ‘Marketing wes mentioned as
was the building of public awareness of. the institution’s
services and establishing its credibility as a training
center. |

A few institutions mentioned not enly prOblens within
their.organizations,>but‘also ebsteCIes outside their
colieges and universities. - In establishing suCcessfui
centract—training programs, adminietrators disco&ered they
must be sen81t1ve to the unique needs and demands of
business and industry. There is a,traditional re81stancet
on the part of_American industry»in.turning to inetitutione
: ef higher learning foritraining‘needsb(Simpsen, 1992); One
key issue‘is,iack of flexibility on the part ofi
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institutiéﬁéj—inlthe‘time offerih§s7of programs. Some
management view education or traiﬁing as loss'of.worktime
and, thus, lbss of prodﬁctiviﬁy. Another iﬁportant iséue
iskthe demand of industry fbris;até—of—the-art high-
technology, content, and instructional delivery.éystems.
These are continuing‘iséues/problems that‘must be dealt
with in thé'deveiopment of contract—training programs.
vExternal support of business and industry could bé
sblicited by éharing information about some offﬁhe bénefits.
of contraéting‘with an institution. Incentives for
'industry”include‘access to human reéources, ﬁraining, and
new knowledge——each area important in'keéping pace in a
constantiy changing; technolOgicalsenvironment (Milheim;
1991) . )

In many respects;‘the problems cited were no different
from those‘encounteredvin any érganization. All needed an
investment of time and utilization of skills in the areas
of public relétiohs, political‘éwareness, andvprofeésional
attitudes. The success often depends on the ability of
thpse in leadership'whovare_managing_the programs to. solve
~enough of the problems'so that contract training willv

function Successfully.

Program strengths. The institutions provided lists of
program strengths as‘can'be seen in Appendix C. Most
mentioned flexibility in meeting needs, quick response
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' ;aprlse._lelhelm (1991) stated that

!ﬂ;enlarge 1ts m1ss1on to 1ncorporate contra

ltimes, hlgh quallty programs, as well as strong custom— T?f
'Vdes1gn capabllltles Faculty enthus1asm and expertlse were?jrzlﬁfpri

ﬁalso 1mportant ' A number of 1nst1tutlons also llsted ‘an.

' ﬁfexperlenced profess1onal staff and 1nst1tutlonal commltmentgf’-ﬁv

. to contract tralnlng as- 1nvaluable assets,to contract—*‘b .

“tralnlng programs

Chanter Summarv -ﬂ,:f'tf

On the whole, there 1s substantlal agreement on what

rl makes a program work People work w1th what they have
'These 1nst1tutlons have been very successful at contract
bhtralnlng Many of the 1tems mentloned by respondents 1nf§*?lif?ﬁf7;
"thls chapter may ass1st 1n puttlng together a successfulzik
,jprogram The research revealed a great deal about B

"Hcontract tralnlng Contract tralnlng is a complex enter‘

v l,long term credlblllty and success in contract—rf.‘
f"ftralnlng ‘demand thlngs ‘that ‘have" never" been S

easy for academics: 1nst1tutlonal change, RS

- flexibility, and a thorough understandlng '

and appreciation of the structure of aca- -

,_-demlc 1nst1tutlons, corporatlons, govern—“

- ment agencies, and voluntary agencies. R .
".‘Contract tra1n1ng 1s a. brldge between them (p 18)

‘,l‘Butp331thése'iSiinstitﬁtioné illustr :educatlon can 7

”Ftralnlng and dol

kso w1th a hlgh degree of success

leen the flndlngs from thlS research;and the model

| 1nst1tutlons of contract tralnlng "'1ex1stence today,l f°‘




Chapter III will address what a contract-training center
would look like on the campus of California State

University, San Bernardino.
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CHAPTER III:
A DESIGN PROPOSAL FOR
THE CENTER FOR TRAINING AND DEVELOPMENT (CTD)
AT CALIFORNIA STATE UNIVERSITY, SAN BERNARDINO
Introductiond

vContracting:for'training withvbnsiness and,industry.‘
has become big business. ’As"the"lastlchapterldemonstrated}
‘some institutions of;higher‘education'have sophisticated[
well-defined contraCt—training programs that are in»a:ﬁ |
position’to:respond quicleﬁto corporatedand government
training demands. Given the trainlngychallenges'that’nowl
exist, how shOuld California-State Unirersity; San
Bernardlno (CSUSB) respond° The challenge‘for:ther'
un1vers1ty is to act now to address the educatlonal and
'tralnlngvneeds:of both the-emerglng workforce and the
cnrrentvworkforce; and to ass1st 1n remov1ng educatlonal
barriers to moblllty

Based on a review of the llterature, what sncCesstIH
models of contract—training programs look likedaronndlthe
.country, taklng 1nto cons1deratlon the local geographlcvf
. area and economy, and bulldlng upon what OEE ‘has. already
been doing for over 15 ytears, this chapter w1ll address
what a Center for Tralnlng and Development (CTD) would look
like on the CSUSB campus The proposal calls for the
center tovbe-initiated( developed, and implemented-as.part
of the Office of‘Extended.Education (CEE) at CSﬁSB.: The = -
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center designbwill include the‘foilowing facets:

baCkground information on the Office of Extended'Edﬁcatien,
the administrative structure of the proposed eenter,
administrative etaffing, marketing, the clients, pngrams,
faculty, program delivery, budget eleMents, and timeline

considerations.

Office of Extended Education Background Information

The university’s Office of Extended Education is the
continuing education arm of the institutionband provides a:
‘variety of courses, programs, activities and events threugh
which the services and resources of the university are made
available to a broad, general audience aﬁd are brought te
bear on immediate issues and interests of the larger
community of which the university is a part (Bulletin,
1994-95). Like comparable offices in the CSU system, the
Office of Extended Education does not receive state funds(
for most of its programs. Therefore, coets of instruction,
promotion, and staff salaries must be covered completely by‘
fees charged to program participants. Thus the challenge
for the Office of Extended Education is three-fold: it'
must (1)vdirect its services to the needs of its adult
student population; (2) strive for the support of its
parent organization; aﬁd (3) remain independently solvent

financially in order to survive.
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The Office of Extended Eduéation at'CSUSB,,along with
the university as a whole, has had a commitment to pérsoﬁal:
and professional gfowth and to‘community sefviée since its
beginnings in the 1960s. For the laét deCade; EXﬁehded
Education has enjoyed the autbnomy,it}ﬁéeds to be innoQ
vative, creative, flexible, ahd responsive to the needs‘bf
its service afea. All of these qualities are the same 
traits the "mbdél" inStitutions claim are ﬁeeded ih order
to develop a successful contract—training program.

Organizational structure. The Déan of Extended

Education is respohsible to thé Academic Vide Preéident, as
are the deans of all academic departmentsf The Extended
Education dean controls the unit’s operating,budget and
‘directs the.dévelopment.and_implementation éf néarly all
nontraditionél programvactivity ofvthe university; Faculty
for the division‘s‘prograhs are drawn 1a£gély——£hough ﬁot‘
exclusivelY——frbm fhe campus departments, and the depart—“
" ments carry approval and deniallrights for all Credit—
bearing courses and programs. | |

OEE has ¢ombined.élementsvfrom both the céntralized
aﬁd decentralized structures of organization to form what
is called the matrix model of-organization (Strother and
Klus; 1982), Extended Edﬁcation is‘autonomous.in‘itss
financial}structure, in its marketing and promotional_
efforts, in much of its Student'récdrdkeeping;'and in the
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: development of new courses and programs; At thevsame tlme,
OEE has sustained a need to work closely with the academic
units on campus to solicit new program ideas and to ensure
the academic quality of its activities. The working
relationship between the dean of extended edﬁcation and the
chief academic officers and the willingnessvand'readiness
of faculty members to play different foles are central,tob
the smooth and effective implementatiohbof‘thie model. With
all of these elements at its‘disposal, the Office of
Extended Education is currently in the ideal positlon_to
inltiate, develop, and implement a contract-training

program.

The AdministratiVe Structure

Organizational structure of the proposed Center for
Training and Development. How‘Should the contract-training
efforts be administered? Should there be adcentralized or
decentralized administration? The fesearch showed that
contract-training programs must be compatible With. o
institutional goals and supported‘byva cOmmitment fromrthe
institution and the senior foicers.

Since the-currentiorganizationalAstructure ef’QEE is a
matrix model--depending greatly on the inereaseddcollaf‘
botation between a wider range of people'and emphasiéing

interdependence of departments——the center would also be a
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matrix modei of organization. Although the model
institutions reseerched were either centralizeafor‘
decentralized, the matrixtmodel would‘incorporate-thevbest
of both. Contracting wonld be administered by‘one office
(OEE) , but progfam_development and implementation would
involve the collaborative efforts of OEE, acedemic schools
and departments.

| By keeping the contractFtraining efforts édminis¥
tratimeiy centralized, it gives OEE a high degree of
flexibility and quick responéiveness regarding nontra-
ditional.ciient needs--two majof ingredients for oontract?
training growth. It allows for creativity and‘efficiency
without being bogged down in the bureaucraticvStrncture of
the larger institution. However, there needs to,be |
collaboration with the academic schoolsland'departments in
‘developing and implementing contracts._ Invoivementiand
communication between OEE and thevacademio departments
encourages the support of the larger institution."

Research of the model institutions showed.territorial

conflict probiems; The matrix model would aid in-avoiding
conflicts withrother units on campus'because of_tne'open;}
lines of communication’with.facuity, depaftments, and
senior administrative officers. It.ispcritical to the
success of the center that it bedome'part of the
institutional mission, allowing_for all units to fnnction
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‘accordlng to the dlrectlves It:must hase,leg‘tlmacy

'rw1th1n the organlzatlon The contract tralnlng efforts

Tthrough OEE must be unencumbered as much a'iposs1ble‘by

l”turf 1ssues and organlzatlonal,tradltlon

o Center fac111t1es

s have at 1ts d1sposal°

uEducatlon Inltlally[
:Vdfac111t1es for 1 2 full tlme staff pos1t”'“
‘room for a resource center

"ﬂaccess1b1e on’ a year round space avallable]”




;of personnel°‘ Of the model contract tralnlng programs 1n

'h*hex1stence, the one major factor 1n the ass1gnment of staff

f,:was volume of contracts per year (gross annual revenue)

;;The 1nst1tut10ns w1th larger annual revenueszfrom”contract—x1'7*“'”"

f,tralnlng had more staff membersyfiTheglnstltutlons w1th

"flower gross revenue were__ho e’who functloned w1th only

ﬁfipart tlme staff p081tlons

In order to conduct aﬁlargj—scale effort‘ the center

would need a mlnlmum personnel commltment o) he follow1ng_h’;7f

.ﬁ’(l) one full tlmeﬁdlreCtor';V
L@
""',,-1’(3,\)

Athequlre staff w1th hlgh energy levels and 1nterpersonal

”skllls, a sense of enthus1asm,vand entrepreneurlal

'vattltudes The admlnlstrator prov1d1ng leadershlp and

iguldance to the center must be able*t” wal"fn.the worlds_L

h'?w1th the center s success‘ One other p01nt of emphas1s 1s“

“dpthe strong recommendatlon by contract tralnlng programs



currently housed in continuing education units that if a
contract-training prbgram is to bevsuccessful,'itvrequires
full-time staff--not staff who are part-time in multiplé

‘program areas»Within_the unit.

Markéting
As a center is designed, it is important tO'addfeés
. issues of competition and the marketing approachés to be
utilized. Is a marketing plan important? How should the
center market to pbtentialvclients and which organizations
should be approached?

Table VIII: The Training Competition: The Provider’s
Perspective vs. Business & Industry’s Perspective

Colleges & Priv. Trng. In- Faculty Voc;or
Univer. Consult. Vendors House within Tech.
' ' o same School
Institu.

Institu.
(Providers) 60% 50% 44% 26% 15% - 0%
Bus.&Indus. . : v
(Clients) 50% v 31% 13% 40% 0% 9%

Competition. Who are the potentialrsources of com-

petition for the center and how does the center keep
apprised of them? Based on responses from the model
contract-training programs and a recent survey of local

businesses conducted by Donna Boyd (see Table VIII), the
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chief sources of competitién‘are: 6ther"collegesvand
universities;'private:consultants;'training vendors; and
in-house corporate or government training programs. It is
impoftant that the director of the center network with
other professionals of institutions in the training field;
become a member of a professional 6rganizatibn,such as the
Ameriéan Soéiety for Training and Development (ASTD), and
be active in the local Chamber of Commerce. vThe director |
should also form a center advisory committee as soon as
possible.

The adviser committee would be chaired by the center
director, with committee members consisting of individuals
from campus and the community. The committee would
include: two representatives from School of Business and
Public Administration--one familiar with the private sector
and the other frqm Public Administration; a local
government official; ablocal economic development
representative; a private business chief executive officer;
and a chamber of commerce representative. This committee
would be created to foster business/higher education
relationships/partnerships. According to Powers (1989),
such a committee would serve to

build bridges of communication and interdependénce,
act as forums in which broad issues affecting both
sectors can be explored, to express joint concerns
in a united voice to the community, and provide

information to both sectors on each other’s current
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and future needs and how some of those needs can be
met more effectively through cooperative programs
(p. 20) .. - S

~Should axmarketing plan be developed? If so, who‘

should it target? In order to have a successful contract-

training program, the data revealed that‘a marketing plan
would be necessary. ‘Itvis important to define the
market(si that the center wants to reach. The following
sources should be targeted.initially:
(1) 'participation lists--contact firms that have
supported Extended Education programs in the

past;

(2) state directory of business and industry--
lists training directors of companies;

(3) educational directories of state
associations;
(4) the chamber of commerce membership; and

(5) @ professional organizations.

Development of a marketing plan lays the foundation for
beginning to build relationships and a potential client
base.‘vThe center would need to work on awareness raising,
image building, and selling. The objectives of the plan
would be to generate and increase visibility in the
business community and to target particular elients, such
as those listed, in the process.

Marketing strategies for the center. What should be

done to get the word out about the center? It was evident
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from the research that much time and money was spent
reaching clients'ﬁhrOugh the mail and using the "personal
touch." "Those marketing strategies that are successful
seem to incorporate a broad concept of marketing and many
typeskof advertiSing" (Bevelécqua, 1985, p.44);. Thé
marketing strategy for the éénter_éhould be to:
(1) send_a'direct mail pﬁblication |
(two mailings per year to the same
audience and the next year target.

a different group) ;

(2) follow up with personal sales calls
(set a goal of 10-15 calls per week) ;

(3)  make presentations to special groups
(twice monthly) ;

(4) advertise and make use of media releases;
(5) network; and
(6) generate a semi-annual business newsletter.

Making personal sales calls is very time consuming, but an
effective marketing strategy for a number of insti-
tutions. It is important for the center and its personnel
to be visible and accessible to the business community. As
much as possible, background research on the prospective

organizations should be done prior to making the calls.

The Clients
Type and size of organizations to serve. For the
first 18-24 months in existence, the center should

concentrate on targeting all local/regional organizations--
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small, ﬁedium, and largesin size. :It will take time to
create visibility and geherate intefest. The center should
focﬁs in on two market segments: business and industry,
and local government. As follow up to the‘direct»mail
pileces that everyone receivés, the center diréétor should
give the ﬁpersohal touch" initially tobsmall (fewer than
100 employeeé) and medium-sized (100 to 500 empldyees)
businésées in the service area. It is»impértant that the
centef develop/implementva_few success stories early on,
giving it time to work through the "labor pains" associatedA
with initiating a new endeavor. This would also allow time
for the center to find its market niche, and realize its
capabilities and program iimitations( if any. Time aiso
needs to be spent building campus viéibility, support, and
involvement as well.

Who should the center contact at the client organiza-

tions and who in the client group would most likely make

the decision to establish a training center? As the

institutional data disclosed, in soliciting smail
businesses it is important to go directly to the chief
executive éfficer/owner of the business. They are, in most
cases, the decision-makers. In medium and large-sized
organizations, the center staff should direct their efforts
to thé training or personnel directors.

Evaluation. The center must engage in regular assess-
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ment of client satisfaction. ‘The research data revealed

that all institutionsvwith contract—training'programs_re—

- ported making some effort to evaluate their progréms;

Phillips explains tﬁat

| program evaluations are esséntialltools of program

planners and instructors. Information provided
by evaluations can help analyze strengths and
weaknesses in how programs are conceptualized,
planned, and delivered (p.69). ’

The importance:of'evaluating programs is to answer.the

following questions:

1. Did the program accomplish what was planned?

2. If the program'did not accomplish what was
planned, where did‘the progfam fail and why?

3. How éhould ﬁhe program be revised if it is
offered again?

4. What was learned from one program evaluation
that can be used in strengthening other
programs?

All contracts, credit and noncredit, must be evaluated.
The féllowing assessmeht tools should be used:
participant/trainee evaluation, client evaluatioﬁ and, if
applicable, follow up interviews with clients. All credit
programs, based on CSU Chéncellof’s30ffice regulations,
require the use of anbaCademic evaluation tool (e.g.
written assign- ments,'testing)»for,all’trainees as well.

Who should the center train? The campus is full of
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"human resources." There are numerous COurses/prdgrams
that could be offered to all cétegories of trainees. How-
ever, taking into consideration the cénter’svservice’éfea,
-the majority of traiheésvwouldvmost likely ¢onsist of
middle managemént aﬁd first-lihe supervisors—-which follows
the data provided by thé contract-training respondents.
This does not mean senior and uppér management,
professional workers, or sales/marketing personnel should
be'ignored. The center needs to be accessible and
available to address the needs of.all categories of
‘trainees. In the end, private consultants may be needed or
possibly referral made to another institution to provide
the contract-training program that bettér serves the

client’s needs.

Programs

Should the center offer both credit and noncredit

programg? The center should offer both credit and non-
credit programs. - Credit coﬁrses could comprise both
continuing education professional advancement credit and
degree-applicable credit. Academic schools and depart-
ments carry approval and denial rights for all credit-
bearing courses and programs. Based on the research data,
it is most likely the majority of courses will be

noncredit. This is due to less restrictions and ease of
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*process1ng requlred forﬂnoncredlt dellvery—-as apposed to;5}
Vh,credlt A qulck responseitlme to cllent needs 1s v1tal to':l
‘the success of the center, so noncredlt programs w1ll be ofEf
v‘most 1nterest to organlzatlons L | | |

How should_the center dellver contract tralnln

»programs° The center would make both 1nd1v1dual courses

and certlflcate programs avallable : Degree programs would

"f not be advertlsed or SOllClted Only 1n very spec1al and

~ unique cases,_pending_proper,campus~approva1s, could such a

program be_consideredi.nﬁesearch supports-this‘systemvof,
delivery

Customlzatlon Versus on ~the- shelf i Should

'courses/programs be customlzed——spec1ally des1gned ‘to: meet
the cllent s needs——or should on- the shelf courses—-thosei
.bprev1ously developed and ready to go-—be prov1ded for
Vcllents°‘ Data showed that all 1nst1tutlons customlze :

' programs‘and on average two thlrds of all programs werelb
spec1ally des1gned for thelr cllents

| ' The center should’advertlse,andfmakefreadllywavail;
able popular on- the shelf courses and certlflcate pro—b
grams, be w1111ng to make adaptatlons to on- the—v
.hShelfcourses, and also be capable and flex1ble enough tol"
V des1gnvmajor new courses/certlflcate programs to meet
spec1f1c cllent needs Z‘Customlzatlon must be avallable to.
the cllent who may have‘very unlque needs and concerns thatp
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no other pre-existing course or program can meet.

Processing client reguests_and fesponse time required.
Client demands must be met with quality‘programs'quickly.
Research suggested ﬁhere are numerous ways to respond ﬁb.
Clients, but each contract-training program must identify a
method that Will work effectively. The center would
implement the response process that most of the successful
institutioné utilize: |

1. wvisit the worksite;

2. analyze or define the problem, or conduct
needs assessment;

3. Review the institution’s capability to

respond;
4. evaluate trainee experience and background;

5. with participation of instructor, client,
and trainees, set objectives and design
course or program to address the problem;
or design objectives, design the course or
program, and meet with management and labor
to agree on final outline; '

6. present final proposal, negotiate terms,
reach agreement (this step should include
‘"an outline stating responsibilities) ;

7. develop instructional plan and training
materials;

8. deliver training; and

9. conduct evaluation.
This process would require the center director to make the
initial contact and then to locate a faculty member know-
ledgeable in the desired content area or field to»colla—
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borate in the development and impleméntation of the con-
tract. On the average, the process from initial contact to

vdelivery could take eight to twelve weeks.

Faculty

What instructors would the center utilize for
contract-training progréms? The~center-wquld give first
priority to interested and qualified university faculty.
Preferred faculty would be those who‘could be understanding
and sensitive to the unique needs and demands of business
and industry. The cénter would provide opportunities for
faculty to be innovative, to propose new program ideas;'to
work with new student méfkets, and to explore new
instructional formats and teaching'modes.‘ When regular
full-time and part-time adjunct faculty are not available,
the center would look outside the institution to extérnal

consultants.

Program Delivery

Where and when would the center offer the contract-
training programs? What services would be available to the
client?

Locations. The center would conduct contract-training

programs at the client’s site, on campus, or at off-campus
facilities such as local hotels. Contract-training
programs must be held at locations convenient for the
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kfclient »trainees} and the faculty

' Scheduled tlmes The center must make every effort to’;'

IEr ,accommodate the cllent s reasonable tlmellne and the

chedullng tlmes of courses Courses would be offered on
the cllent s t1me, on the tralnees tlme, or onra ]

ycomblnatlon of the two Research results of other1

’_mcontract tralnlng programs showed that 50 60 percent of all» o

'programs were conducted on pald tlme The Center for

'1,Tra1n1ng and Development must be flex1ble 1n order tovc
successfully accommodate nontradltlonal learners |

s How would revenue be collected° Agaln, the center‘ff
'must be flex1ble Payment may be made by the employer, the
f:employee, or by a comblnatlon of the two ' Revenue could be.
fcollected 1n the form of checks,'money orders, purchase |
orders (Wthh would generate 1nv01ces) or by credlt cards
7_Respons1b111ty for payment and due date would have to be. Jf
determlned prlor to contract tralnlng courses belng held :,“
“and wrltten 1nto the off1c1al contract document | | |
Serv1ces rendered The center would make avallable to'ldﬁ

“cllents all of the follow1ng serv1ces (for a fee)

” Academlc counsellng -VOrlentatlon Sl
Supplies = - Pl v:vProgram advert1s1ng ‘
- Classroom space 'f'k-'fRecrultment of students
Access to llbrary -]‘flevaluatlon of prior
.~ Tutoring = -+ learning : o .
- Course design . . o Admlnlstratlve serv1ces
~ Career- development ... Use of bookstore _— B
. 'seminars . Food service '
'f>On 31te reglstratlon - Computer labs




Dormitories Athletic facilities
. Instructional '
materials

'When courses are held at the client’s site, typical ser-
vices offered by the contracting organization may include
equipment, classroom space, reéruitment of students, and
advertising. In providing their own services, the client
would have a cost savings. The center must ensure that
adequate services are rendered, that needs are met, and
from the very beginning, that everyone understands and

agrees to the conditions and services provided by the

client and the center.

Budget Elements

Budgets are a central instrument in the planning pro-
cess. Theyvenable organizations to establish priorifies
»and allocate limited resources, to designate responsibil-
ities, and to assess the effectiveness bf performance
(Bevelacqua, 1985). Budgeting would be an especially
crucial process in the development and maintenance of the
Center for Training and Development. Since OEE does not
receive state funds for its programs, it is important that
the center complete individual program budgets on all
contract-training efforts. It would be vital to the
center’s survival that costs such as instruction, promo-

tion, and staff salaries be covered by the fees charged to
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che cllents
D1rect and 1nd1rect expenses The program budgets

3should be almed at coverlng all dlrect and 1nd1rect costs

B The dlrect expenses would 1nclude fac111t1es rental

lcaterlng, 1nstructlonal and developmental costs,.p‘;uj
promotlons/ marketlng, travel parklng fees, audlo vlsual
:freglstratlon and course materlals, mlscellaneous serv1ces
viprov1ded‘(1'e needs assessment or. academlc counsellng)
'supplles and serv1ces,-secretar1at (staff)
fexpenses/relmbursements, and a bullt 1n contlngency (for -
’emergen01es and last mlnute expenses, not 1n1t1ally |
'=r'covered) The 1nd1rect expenses would always 1nclude :the‘b
‘Callfornla State Un1vers1ty central adm1n1strat1ve charges—
’J—fees the unlver51ty and the Chancellor s Offlce charges B
OEE for thelr serv1ces (1 e. accountlng,vrecords) and OEE
' admlnlstratlve overhead charges (to cover staff salarles)
| Breakeven -In addltlon to be1ng able to accurately o
ﬂ.bdetermlne dlrect and 1nd1rect expenses, good budgetlng :kfh
would be dependent upon the breakeven number used hev g
:*breakeven number would ‘be the number of partlclpants who
vlcould attend the act1v1ty to ensure that the center
%_recouers enough money to cover all expenses (as deflned
l‘above) Th1s number would be a prOJectlon (guess)
» Generally,blt should be as low as poss1ble »However,,iffit
1s too low, the prlce per partlclpant may not be



competitive. Therefore, much thought and care would need
to Be taken in projecting the breakeven number; The price
per participant would be arrived at by determining the sum
of all direct and indirect costs and dividing that sum by
the breakeven number. (An example budget form is located

in Appendix_D;)

Timeline Considerations

- Contract-training act1v1ty 1nvolves many players. It
is 1mportant to a program’s success that all key people
know what is happening and when it should/would occur. A
timeline of activities wonld_be an effective tool for estae
blishiné deadlinesiand maintaining priofities because it
‘aids in keeping all players directed and on task. One
should be developed for eachrindividual contract and shared
with everyone affected by it--i.e. center staff, the
ciient, instructors.

A contract- training program tlmeline would include
deadlines for_such act1v1t1es as: contract conflrmation,
facilities reserved, instructors identified, needs assess-
ments/testing, developing program content,‘promotions;
regiStration, program evaluatiOn, and distribution of
vgrades/certificates. (See Appendix E for aisample Timeline
of Activity.) 1In order to ensure the timeliness of program

implementation and delivery, the center must enforce the
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timeline and keep the contract on target; If setbacks
occur, and no doubt they will, the timeline'would need to
be updated/revised andvredistributed. The key ls-effective
communication‘With all parties; this does not guarantee

' success,'but it greatly increases the possibility.'

‘ Chapter>Summary-

Th1s chapter focused on’ the des1gn of a Center for
Tralnlng and Development to be housed and administered out
- of the Office of Extended Education at CSUSB. Based on the
design, the follow1ng elements must be 1ncluded

1. ‘The current organlzatlonal structure of OEE
and its role within the university.

‘2. What the,administrative structurebfor the
center should lock like in terms of its
organiﬁational‘structure,:facilities, and the
objectlye’of it heing»selfesupporting;‘

3. The administrative staff--its organization in
terms of personnelfh | |

4.~ Marketing requlrements 1nclud1ng competltlon
and;approaches, the marketlng plan, marketlng'
to potentlalvcllents, and the selectlon of

‘ certaln organlzatlons to. approach |
- 5. The clientele the center would serve‘

Questlons addressed 1ncluded what
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‘qgftypes/s1zes of organlzatlons should be
v'wfserved who should be contacted who 1s the<'

:dec181on maker w1th1n the cllent

'bhﬁiorganlzatron, who should the center traln,
H‘fvfand what types of evaluatlon to use

ffffThe program——should the center offer both

'W;fcontract credlt and noncredlt programs, how;,fp_'

‘fyshould the center dellier the programs,'»l

Tlfshould the center customlze courses or offer‘“f:b
f:on the shelf programs, how should cllent o
'ifgkrequests be processed and how long should 1tfh

f“utake ) o
o yiﬁliﬁUtlllzatlon of faculty/lnstructors
‘Sfl Program dellvery 1n terms of where and when:{‘”
\ithe center would offer programs, how revenues,f
f[b;WOUld be collected and what serv1ces could B
flfbbe prov1ded . | |
;QfoBudget elements and the rmportance offthel\
‘Tcenter utlllzlng breakeven budgets 1nfthe-_l

tffplannlng and 1mplementat10n processes}ofg;

\flnd1v1dual contract tralnlng programsff%ft"“:”‘

'ffuﬂlQ357T1me11nes of act1v1ty used as effectlve :

vtools for staylng on task and on target
ThlS chapter addressed many necessary success factors
"1n the de81gn proposal 1nclud1ng full t1me staff needs, a



thorough understandlng of both the educatlon and corporateﬁ"v

'vcultures/env1ronments,'an 1nst1tutlonal d1rect1ve for the

Vﬁfcenter and all contract tralnlng efforts be housed 1n OEE:””

‘,f7open communlcatlon between the center, the unlver81ty

‘ifcommunlty, and the cllent organlzatlons,v mutual agreement}

"?gregardlng prOJect goals and objectlves,v and flex1b111ty L
leen the bas1c elements of the des1gn proposal and N
"COns1deratlons for snccess for the Center of Tralnlng and f'“}
Development Chapter IV w1ll take the next step by :
tvaddress1ng program recommendatlons for the center What
can. the center prov1de to- the corporate‘communlty 1n terms"h

of programm:.ng'> What are the1r needs'p SRE
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o on 31te educatlon and tralnlng to corporatlons, government o

'"h”agen01es, and voluntary assoc1atlons CTD would work

;closely w1th organlzatlons to assess the needs of employees -

gfand develop effectlve programs to meet those needs :ilﬁ“vd

. xnorder to compete successfully for contract tralnlng,ythe’

”center must be able to prov1de programs that organlzatlonS‘7f7”

yjdes1re

Factors and Concerns of Bus1ness and Industrinhat :
. : Affect Tralnlng Needs ‘ wo b

Educatlng the work force has become 1ncreasrnglyrtf
3f1mportant for Amerlcan corporatlons ' Knowledge of
‘l technology,'markets, and admlnlstratlon has always been fl
fessentlal to bus1ness success \ Today s corporate fi |
ﬂfleadershlp is also very concerned w1th 1ts ablllty‘to
3erespond to change and thus 1s more - concerned w1th
;malntalnlng a hlghly skllled and 1nformed work force than‘v
at any prev1ous tlme in hlstory For corporatlons,J
v:remalnlng competltlve requlres 1nvest1ng 1n the career long‘
n;learnlng of thelr employees | |
Factors of 51gn1flcant 1mpact to bu81ness and 1ndustry
'y;that 1nfluence tralnlng needs 1nclude = (1) technologlcal |

tiadvances,}(2)r overall tlghtenlng of the labor market 3)

'Vh helghtened global competltlon, deregulatlon, and other

fchanges 1n the bu81ness env1ronment that have forced the;
adoptlon of new strategles and goals for companles, (4)
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deficiencies in the wotk force such as poof writing and
language skills; and (5) eliminatioﬁbof jobs. These
factors and issues inflﬁencéithé7direc£ion‘that corporate
training needs will take. As we head toward the 21st
century, employers are relying on the skills of‘wdrkefs_to
raise efficiency and quality, improve customer sérvice, and -
dévelbp new applicatiqns for exiéting products ahd
services. This requires a prepared and skillful work
force--one which can adapt to the changes of an interna-
tional economy. |

In a recent survey of local business and industry,
resﬁlts showed that the mostvneeded training programé
included: computer training, ménagement skills, communi-
cation skills, and basic skills. Based on the needs of
business and industry at both the local and national

' levels, what types of training should the CTD provide?

Program Recommendations

Current work force and individual coursework

offerings. Program recommendations for the center would
include providing customized professional development
seminars/courses in the following skill/content areas for
the training of the current work force:
1. Basic skills: A high percentage of the
current work force lacks basic skills such as
reading, writing, and math. Courses need to

be provided in literacy, writing, compre-
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‘ﬂ]fhens1on of the Engllsh language, and B :
a@'mathematlcs  New technology also requlres an
- even wider varlety of basic skllls——hlgher Lo

_ilevel mathematlcs and readlng abllltles

;'”Computer skllls In order to be competltlve,jlj‘:'

. Americans will need to become more computer -
. literate. Basic course. offerlngs in Word ’

. Perfect, Word Perfect for Windows, e
_4jIntroductlon to Personal Computers,,and !f*_ G
- Fundamentals’ of Spreadsheet would be steps 1n .
;the rlght dlrectlon & ST §

. 1Communlcatlon skllls Employers have i
~~.complained” that employees need to learn»toj

'l*fwork effectlvely w1th others--to ‘work

',collaboratlvely - Courses in’ speaklng,

'f*]presentlng papers,,conductlng meetlngs, and -
" ‘effective.listening should be offered. For .
- example, the effective llstenlng course would{l~-*

-+ help spec1flcally in the work place-—a"

' listening to participate. ' It would teach theﬂj}jﬁ_l
- “trainees to discuss, to. negotlate, to flnd ]

_:ksolutlons, to make dec1s1ons Offerlngs in
~ conflict’ resolution and work relatlonshlps

”Wl~would also be popular

.”lCreatlve Thlnklng/Problem Solv1ng skllls

-~ Objectives for such course offerlngs would be»
- the appllcatlon of knowledge toward the
" solution of problems, the creation of

" alternative ch01ces, and the prOJectlon of
‘j;poss1b111t1es in- de0151on maklng ‘

n;;i,Management skllls TWO programs Of
‘vﬁynlmportance in- thlS area would be Total } e e
° Quality Management (TQM) and Management St e

“E}LDevelopment

f:fTQM Skllls attalnldfln th1s program, as’

’%}applled by 1nd1v1dnals and companles, would

i “help American 1ndustry recoup its p031tlon 1nl'

. the world market and ensure ongoing - ,
;Q*profltablllty, employment .and” contlnuous , E
... improvement of the work environment. Coursesﬁ‘-‘u
~ would focus on Total Quality theorles and :

~'the building and malntalnlng Of team

’ﬂ[env1ronments




,”Management Development Courses to help super{k"'*l

“'f}v1sors and managers replace outdated modes
and methods of management with healthler,v

"@more effectlve work: . practlces » These courses:ff“”

.. .would examine ‘issues such as s001al and
““technical change, cultural dlver51ty, total
.»unallty and work place issues.  The . prlmary

~© ‘goal would ‘be to help those in- leadershlp ‘

‘g,pOSltlons learn relevant work. practices

7{for the-’90s as. Amerlca faces. the challenges %1y1~z17

'?of restructurln local andvglobal economles

: The Offlce of Extended bducatlon has already_ygop¢

hfdeveloped courses that are llsted under 1nd1v1dual

'f*exten31on course offerlngs that could be of'interest to

_local bus1ness and 1ndustry ” These th

s 1nclude ertlng that Works for Bus1ness, Understandlng

Tﬂf_Bus1ness and Flnance, Understandlng Organlzatlon and

vrAdmlnlstratlon, and Understandlng Sales and Marketlng

Certlflcate programs Certlflcate programs should be .i,f

l}offered by the center prov1d1ng employees a qulck
'hconcentrated way to acqulre a SOlld core of knowledge and
'btpractlcal experlence 1n spec1f1c flelds A quallty |

lfcurrlculum,,gulded by practlcal up to the mlnute Sklll

‘hfgappllcatlon and 1nformatlon about job 1mprovement would
wglve bus1ness an edge 1n today s competltlve market ;The:ffg]f a

'3follow1ng on the shelf certlflcates would be avallable for.i}

o companles
1. Women in- Management
. 2 Profess1onal Human Resources Management

Vfl35d Management Skllls

the shelf courses.> -



7.

8.

Total Quality Managementf(TQM)‘

MS DOS Computers for‘Bueiness Professionals
Computer-Aided Drafting and Design

Graphic Communications

Mortgage Banking

These certificate programs could be implemented as they

currently exist or could be modified to‘meet'the specific,

individualized needs of organizations.

Other possible certificate program topics (requiring

development)
clude:

that would appeal to business and industry in-

Executive Program in Sales Management and
Marketing. This program would be of interest
to sales and marketing executives--a group
that colleges and universities nationwide
have ignored in contract-training efforts.
Trainees would focus on internal operations
of firms and global and strategic issues.
affecting marketing activities.

Multlculturallsm and Diversity. This
certificate would train managers and other
employees to identify issues and problems
that stem from cross-cultural differences.
Trainees would develop an awareness of
differing cultural values and learn how to
build openness, effective communication and
teamwork in the workplace. The goal would be
to help businesses create environments that
both nourish and benefit from diverse
cultural and ethnic influences.

Customer Service. This certificate would be
important for receptionists, secretaries,
sales personnel, and other employees that

‘have contact with the public. Topics would

include: Dbusiness etiquette, telephone
communication skllls/phone courtesy, dealing
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with difficult people/irate customers,
decision-making and problem-solving
techniques, telemarketing‘dynamics, and
customer serv1ce '

Corporate in-service day (s 2. Many organizations,
public and private, ‘hold semifannual/annual motivationél
training days fOr large numbers of their employees. ’In
ithéSe.instances, the center may not be needed for program ;
content deveiopment,br instruction; hoﬁe&ér, the center
'could facilitate and host the event--providing prbfessiOnal
attention to all a company’s meeting needs. The organi-
zation would be chargéd for the services provided. These
servicés might include: full evént staffing, budget
‘deVelopment, contractual agreements with speékers, on- and
off-campus méeting arrangement, publicity,-régistration |
serVices, special event coordination, exhibitor/vendor
setup, catering, and audio-visual support. Such a service
would be provided by the Conference Services division of

OEE in collaboration with the center.

‘Retraining of displaced workers. Mény comﬁanies are.’
using education to help their workers adjust»to'the most |
severe change of all--elimination of their jobs. This
could be a strong market for the center. Withfthe recent
closer of some defense plants iﬁ‘Southern California and
Norton Air-Force Base in San Bernardino, the ceﬁter could

provide academic/educational counseling regarding career
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;cpaths and jOb markets Many dlsplaced workers need toﬁ"*
,vp‘update skllls and retraln in order to be competltlve 1n

today s jOb market

Resource center The CTD would be a. place where pro—

"Q_fess1onal bus1ness people could come: for career counsellng/f

Ji:fadv1s1ng, tralnlng, retralnlng,:updatlng of skllls,'and
fflndlng as51stance w1th jOb referrals and placements
:"Current bus1ness journals, newsletters and other publlca;;‘”
‘“tlons would be avallable for 1nd1v1duals to rev1ew ~:The

center needs to be access1ble to the 1nd1v1dual as well as

the larger.organlzatlon‘as a whole , It would be through

'the CTD resource center that bu81nesses could begln thelr‘

".personnel jOb searches A resource center would prov1de

'v151b111ty for the center and a1d in bulldlng pos1t1ve-
local bus1ness and center relatlonshlps It is 1mportant
that organlzatlons reallze that the CTD is g01ng to glve ;.
bback to the local bus1ness communlty by prov1d1ng these lm—
portant services through the resource center ‘ The.resource‘
center would cost the CTD in human resource tlme 1n1t1ally,‘
but the payoffs, 1n themlongvrun, could’be well worth‘the

. tlme and 1nvestment

Chapter Summary"
v Organlzatlons and bus1ness profess1onals from dlverse'

f1elds would be looklng to the CTD for tralnlng and
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education to help them adapt to’éhanging times. As
discussed in this chapter, the center should provide
'individual course offeringS——on—thé—shélf and customized--
to the current work force. These offerings would include
courses that build basic skills) compuﬁer skills,
communicationvskills; creatiVe,thinking/problem‘solving
skills, and management skills. Certificate programs,‘which
provide‘business and industry with concentrated, content-
specific coursework,vshould.also be available. A number of
on-the-shelf certificate programs already exist and could
-be ready to go, while new certificate programs in sales
managément and marketing, multiéulturalism and diversity,
and customer service Would have to be developed.

The facilitating of in-service training days for local
business aﬁd industry, and possibly, for professional
organizational meetings are concepts that contract-training
programs nationwide have not grasped. This is a servicé
much needed by the business community.

The center would also be involved in the training and
retraining of displaced workers, and would provide a re-
source center accessible to organizations and business
professionals alike. The resource center would be a place
to network; research jobs, post job offeriﬁgs, receive
career counseling and advisement, and a place to update
skills and retrain in new careers.
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“[ All employees w1ll have to learn to accept change and‘:f

ulpﬁretralnlng as a part of thelr work llfe, become better.’-t.”

‘”~greaders and wrlters, become better problem solvers, learn

'~_to communlcate well w1th employers,vco workers, and

':fdcustomers, and 1ncrease the1r overall people SklllS

”fCertalnly, there are many challenges and dlverse dlrectlonS‘ﬁﬂl5.v

'Vahead for the Center for Tralnlng and Development Amerlcaﬂ S

'jcannot malntaln or regaln a competltlve p031t10n 1n the =
d;world economy w1thout a better prepared work force
Employers,‘employees, and the center would have to work
":together to ensure local tralnlng and educatlon needs wouldlx

‘be met It must be a collaboratlve effort—-worklng

’%[dtogether for common good and common goals

The flnal sectlon of th1s paper, the conclus1on, wlll_

=summarlze thlS prOJect '



‘Tifsshould head w1ll be rev1ewed

i~$ycolleges and un1vers1t1es of hlgher educatlon

CHAPTER V°
THE CONCLUSION

ThlS chapter presents a summary of the prOJect and ltsfi7"'”

‘flndlngs The des1gn proposal for“t‘e Center for Tra1n1ng

b.3'and Development and program dlrectlons 1n Wthh the center f@-ﬁ

Progect purpose ;The purpose of thlS progect‘was‘the

'fdevelopment of a contract tralnlng center on the Campus of
LCallfornla State Un1vers1ty,.San Bernardlno ThlS was to

fbe accompllshed by rev1ew1ng the fact that local bu51ness

:'ﬂgand 1ndustry tralnlng_needs do ex1st and then by eXamlnlng 5u;@g

w~vother un1vers1ty/college based models of contract tralnlng o

'f~programs Based upon the flndlngs and research of the

vfb,lnstltutlonal models,_a contract tralnlng center would be .ﬁ_iu

'?ffde81gned and the prOJect would conclude ‘1th recommenda—tyj

'tlons of program dlrectlons the center would take

Do tralnlnq needs ex1st° Through a rev1ew of

:’contract tralnlng llterature and a recent graduate prOJect o

o completed by Donna Boyd (1994) results showed that

’fﬁemployers are very 1nterested 1n obta nlng serv1ces from "

‘Bu81ness

'ﬁdand 1ndustry are anx1ous to 1ncrease the skllls of the work"

ﬂ*ifforce 1n order to be competltlve in a glohal economy, and

Jyultlmately, for the surv1val of thelr companles Cx;




-”*grogrémé The data research revealed that a number of,,ﬂf

'ijlnstltutlons of hlgher educatlon have sophlstlcated well—

f’fdeflned contract tralnlng Programsfzhat are in p081t10n tO

Uhrespond qulckly to corporate and government tralnlng

.’demands.k On the whole,‘there 1s substantlal agreement on

what makes a program work The 1ns*‘

lhf‘ons researched
fhave been very successful at contract tralnlng | As these
1‘?15 1nst1tutlons 1llustrate,‘educatlon can enlarge 1ts

’ m1ss1on to 1ncorporate contract tralnlng and do so w1th a‘f
hlgh level of success S S i ’ S

Center des1qn The des1gn proposal calls for the F

‘T”fCenter for Tralnlng and Development to be housed and ;;Ifj‘

dadmlnlstered out of the Offlce of Extended Educatlon at
'CSUSB A summary of the elements to be 1ncluded 1n the ‘

‘:-center are outllned 1n the conclus1on of Chapter III Thel.5

»_des1gn proposal addressed background 1nformatlon on the

-Offlce of Extended Educatlon, the admlnlstratlve structure L
‘hof~the proposed center, admlnlstratlve stafflng,‘marketlng,il
.thefclrents, programs, faculty, program dellvery, budget,:i*\
.elements,.and tlmellne cons1deratlons “*:~7" | S
The center deSlgn recognlzes the.necessary successifffh
"ffactors to 1nclude full tlme staff pos1t10ns, an“
‘fflnstltutlonal dlrectlve for the center and all contract—: oy
f,tralnlng efforts to be housed 1n OEE open communlcatlon
‘1llnes between the center,vthe un1vers1ty communlty, and ther
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client organizations; and mutual agreement regarding
project goals snd objectives.

Program_recommendations. The center must take into
consideration concerns of business and industry that would
affect the typeS’of training offered including:‘
technological7advances;“a tight labor market; heightened
global competition, deregulation, and various other changes
in the business environment having forced the adoption of
new strategiesvand goals for companies; a deficiency in
basic skill levels of the work force} and displaced
workers., |

The center would provide individual courses nad
certificate progrems——on—the— shelf and customized. Program
recommendations also called for the center to provide
' facilitation and.hosting of‘large group_meetings.: The
center would be invoived_in retraining displaced workers
and in‘providing a resource center accessible to the}.‘
business community. This would‘make the center more
visibie and accessible to thevcommunity it would serve.

In conclusion, the research revealed a greet deal
about contract-training. ~Contract-training is a complex
‘enterprise, and informed énd sophisticated 1eadership is a
key to its succeSs. The marketplace of business and
industry‘is different in many ways. from the marketplace of
indiVidual students. It is a highlykcompetitive
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marketplace. Successful organizations competing in the
contract-training market-place are service-oriented and
have customer relations support. Timely amd quality
.product delivéry, personal attention to customers, timely
refunds, accurate billing, competitive pricing and
professional marketing advertising are'characteristicsfof
colléges/universities that arevsuccessfully competing in
this marketplace.

Of primary importance'wouid be the center’s ability to
be flexible and creative as well as to deliver the highest
quality product. There must be both institutional
investment and corporate support for developing successful
contract-training programs. While there indeed is some
risk in starting a contract-training center, the timing is
ripe. Business and industry today are investing in human
resources as the single most powerful tool to help them
reclaim the competitive edge, especially as the 21lst
century approaches. The vision and leadership of David
Kearns, a corporate CEO, provides further testimony as to
why the timing is ripe for this work:

The simple truth is that we can’t have a world-
class economy without a world-class work force,
from senior scientists to stockroom clerks. And we
cannot have a world-class work force without world-
class education and training. My interests are
both selfish and selfless. No company, no
organization, can be better than its employees. As
a businessman, I care about education, not for

reasons of philanthropy and altruism alone--
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although' they are important--but for bottom-line
hardheaded reasons. I care about education because
profits depends on it. Without it, our society
will founder, and our businesses will, as well
(Galagan, 1990, p.44).
The Center for Training and Dévelopmént.should begin now to
meet the needs of business, industry and government
~agencies--to face the challenge of training and retraihing

the work force head-on. The time is ripe. The time is

now.
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APPENDIX A:
QUESTIONNAIRE

(Used in telephone interviews and written surveys.)
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INSTITUTIONS OF HIGHER EDUCATION
' CONTRACT-TRAINING QUESTIONNAIRE
(based prlmarlly on 1993 94 operatlons)

A questlonnalre admlnlstered by the Offlce of Extended ‘
‘Educatlon at Callfornla State Unlver51ty, San Bernardlno.j

1.0 InStvfitutj";on‘v" 5 Name:"
2,“vDepartment Name:
3.vv Current Dlrector-
a. Name:
‘b. »Tltle,:
4tk vAddrese{
5.“ Telephone #: ‘ylz‘fﬁ(; f):
‘6t, a. t‘Your Name (1f dlfferent from #3 above)
" b. . Title:

7. How many years has your contract tralnlng program been
1n ex1stence° . : ‘

8. How was your program orlglnally started? (check one)

' as an outgrowth of a continuing education unit
.1ndependent of any ex1st1ng contlnulng educatlonﬂ
S unit : _ .
‘other

-continued-



10.

11.

12.

13.

14.

15.

By whom was your program iﬁitiated?

Whose approval was needed to 1n1t1ate your contract-

tralnlng program?

What, if any,
effort?

start-up costs were associated with the

What obstacles,

if any, had to be overcome?

Additional comments regarding the history of contract-

training at your institution.

a. How are contract-training efforts administered

your inst
cen
dec

itution?
tralized administration
entralized administration

b. Explain how requests for contract-training are

processed.

at

On your institution’s organizational chart,
does the contract-training director/administrator

report?

to whom

-continued-
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16.

17.

18.

19.

Is your contract-training program financially:

(check one)

self-supporting (no state or institutional
funding) . '

self-supporting, but receives some support from
the institution.

state supported.

“other

m ‘ \ l

Do you experience territorial conflicts with

other units on campus that are providing, or may
want to provide, training directly?
yes no
b. If yes, how can you avoid such conflicts?

Which of the following facilities does your contract-
training program have at its disposal: (Check all that

Q
o]
§e

=
N

own building

own offices

on-campus conference facilities

classroom and meeting space controlled by your
program : :

sleeping rooms

other ‘

Additional comments regarding the administrative
structure of your contract-training program.

-continued-

92



20.

What staff did your contract-training program utilize
in 1993-94 and, of those staff, were they full-time or
part-time positions? :

Title # positions # positions If p.t.,

[

full-time = part-time % of time

director

asst. director

prog. specialist/
administrator

clerical/
support staff

marketing
specialist

other

21.

22.

Who are the chief sources of competition for contract-
training programs in universities and colleges?
(Please rank.)

other colleges and universities

private consultants

in-house corporate or government training

programs ‘

other

How do you find out what your competition is?

-continued-
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23,

25.
260

= to potentlal clients? (Check. all that apply )

280

20,

o ‘ _‘:

c@f:

fPlease explaln brlefly

'a.. ’Does your contract tralnlng effort have 1ts own

v,marketlng plan?  _ yes. .- .~ no
If yes, in a few sentences,,descrlbe what that
plan is._- T T R

'Do you have a marketlng budget for your contract—

‘training efforts'> yes : __..__no R
',If yes, how much do you budget annually'p §-

fDo you attempt to analyze your market'p

yes © __ .. no

What does your contract tralnlng program do to market

.personal sales calls :
presentations to spec1al groups,
telephone sales calls

direct mail . efforts B
‘newsletters , :

1profess1onal networklng R :
‘media releases and advertlsements
other : - e

-How do you determlne whlch organlzatlons to approach'>
"f:Explaln brlefly e : . .

fSpeciffCVgroups:your:programltargets?;gfﬂf

'*What percentage of your overall effort resulted 1n a
f'81gned contract over the last year7'




30.

Additional comments regarding your marketing'plan;

31.
32.

33.

34.

35.

36.

37.

Annual number of contracts written?

Annual revenue generated?

What types of organizations does your program serve?
(Check all that apply.)

business and industry

government agencies

voluntary associations

other

What size organizations does your program serve?
(Check all that apply.)

small organlzatlons (fewer than 100 employees)
medium-size organizations (100 to 500
employees)

large organlzatlons (more than 500 employees)

When soliciting training contracts, who do you contact
at the client organizations?

Who in the client group makes the decision to
establish a training contract?

Among your signed contracts, who initiated them?
(Please give percentages.)

clients

your program

-continued-

95



'38. ‘a.. 'Do you assess cllent satlsfactlon w1th your o
' ' contract-training program9"»i yes . no
'b.  If yes, what procedures do- you use°v»‘ C
: ‘(Check all that apply.) ‘ L
participant evaluatlons
,'cllent evaluations SRR
follow-up interviews with cllents
‘assessment of trainee change -
(pre- and post tests) SRR
fother -

39;,7What percentage of contract tralnlng, reported”thiSWc
E elast year,.was with prlor cllents° ‘ R

40. ! Please dlstrlbute the tralnees served 1nto the'
.follow1ng eight categorles. (Please use percentages )

‘senior and upper- :

- level management
middle management

" technical and - o

- professional workers”
first-line superv1sors.
sales and- marketlng

personnel

secretar1a1 and
©clerical workers

.operators and craft
- workers

: others

_41 Addltlonal comments regardlng cllentsg"

42. Of. the contract- tralnlng programs prov1ded by your;
: 1nst1tutlon, what "’ percentages comprlsed credlt and'

- noncredit . offerlngs'p ’ :

A credlt R noncredlt

-continued-




43,

- 44,

45,

46.

47.

48.

49.

Of the contract-training programs offered, how were

they delivered? (Please use percentages. )
individual courses.

certificate programs

degree programs

What types of programs do you provide for your

clients? (Please use percentages.)
customized courses
"on-the-shelf" courses

‘What methods are used for processing client requestS»
(from requests for training to the beginning of the

training sessions)?

Additional commentsvregarding programs.

Who are the instructors for your credit contract-
training programs? (Please provide percentages for
each.)

full-time regular faculty
part-time adjunct faculty
external consultants
other

Who are the instructors for your noncredit contract--
training programs? (Please provide percentages for
each.)

full-time regular faculty
part-time adjunct faculty
external consultants
other

Who hires the faculty to teach credit courses?

--continued-
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50.

51,

: 5 52' |

53..
54,
s -*»conducted'> (Please use percentages )

o 56.

Who’hires the fachlty'tofteachrnonCredit'courseS?o

Additionalgcommentstregarding the}faculty;y‘

Where are contract tralnlng programs conducted°
(Please use percentages ) RN

cllent s 81te
on-campus
-other fa01llty

10n whose tlme was credlt contract tralnlng conducted°
~ (Please use percentages ) '

company time -
employee tlme‘

On whose tlme was noncredlt contract tralnlng

company time" ‘
employee tlme.v

Who usually pays for the credlt contract tralnlng

‘program'> (Please ‘use percentages )

employer
employee (tralnee)

'Who usually pays for the noncredlt contract tra1n1ng :
a”program°f (Please use percentages ) "

_ employer
.emplqyee,(tralnee)

‘-continued-




- B7. Durlng contract tralnlng, what serv1ces are renderedif

by the contractlng organlzat:Lon'p

o apply )
: _equipment
_classroom space

._frecrultment of: students‘h._
~faculty travel expenses-pv*-'

‘advertising .
_.supplies = -

(Check all that

'admlnlstratlve serv1ceshff_.,-f

3other

Zh:58' What serv1ces are prov1ded to your credlt contract—"h*'
' tralnlng cllents7; (Check- all that apply ). :

. academic counsellng L
.supplles’ : -

t"vclassroom space

. access to llbrarles
’.tutorlng O
_.course design ,

‘career- development

- services ' :
_-on-site reglstratlon
~ffood serv1ce«v'

”'[dormltorles
‘1nstructlona1
materlals ’

orlentat lOIl

‘program

advertis1ng '

. recruitment of"

.. students -

‘evaluation of

prior learning

"administrative

" services ~
use of bookstores

selectlon of

‘students
computer. center

~athletic
-j fa01llties‘

‘jSQQ What serv1ces are prov1ded to your noncredlt contract—'
' tralnlng clients? = (Check: all that apply.) .

“academic counsellng
,supplles

'hclassroom space
- access to llbrarles
_tutorlng o
___ course design- :
. .career- development
- services ,
on-site reglstratlon
.food serv1ce' e

'*jdormltorles
-1nstructlona1
materlals

. -continued-

B

_orlentatlon

program
advertlslng

‘recruitment of

‘students

evaluation of:

prior learning
administrative
‘services

’“.use of bookstores

selectlon of
students

}~computer center o
‘.,athletlc ‘

fac111t1es



60. Additional comments regarding program delivery.

61. Reflect‘briefly on some of the problems«you’Ve
‘encountered in conducting contract-training programs.

62. List briefly some of the strengths of your program.

63. Do you have any recommendations to make to those
considering offering contract-training programs?

THANK YOU FOR TAKING THE TIME TO ANSWER THESE QUESTIONS!
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‘@AUSTIN COMMUNITY COLLEGE

Austln, Texas

fPubllc, two year communlty college

"Enrollment 29 OOO

'”Contract Tra1n1ng
;Hlstory :

 Administrative
Structure

T,Contract tralnlng programs ‘in ex1stence
 for twelve years. - Initiated by'the

“coordinator of Business- Programs ‘in the
~ Continuing. Education Division. ~Start-
1xup costs absorbed 1n normal operatlons

p]Contract tra1n1ng centrally adm1n1s—5‘
. tered by the Business and Technology
Center in the Communlty Resources and’

-,~Serv1ces D1v1s1on, 80 . percent self-

" Administrative
Staff '

Marketing

Clientsgf

'vsupportingf-balance'from general

revenuesv-'

Dlrector spends 80 percent of t1me on

" contracts and reports to the divisional

vice president. Four" coordlnators ‘each
spend 100 percent of time on contract-'
training, together ‘with an office

: manager and three clerlcal staff

Annual ‘marketing budget,‘for

advertising, is about $6,000. MoSt‘
‘marketing conducted by personal sales
.calls, profe881onal networklng, and.

repeat business. Targets. major

‘employers and growth industries. (small
‘business, manufacturlng and o
vtechnology) ’

‘More than 125 contracts annually, with
©8$1.5 million revenue generated. -
‘Seventy percent with business and

industry and the other 30 percent w1th
government agenc1es Focus 'is 50
percent on operators and craft workers,
40 percent on-technical ‘and

H"'profess1onal workers, and 10 percent on

‘Programs

~-middle management.

Ninety percent'noncreditJcapproximately‘
50 percent of programs customlzed "All
_1nd1v1dual courses. : S
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Facultyiz_fgl

Program Delivery

Strengths:fl”

"yqslxty percent of contract tralnlng

-+ .credit programs: are- conducted by full—"”"

._‘ﬁtlme regular faculty, most noncredit.
’Vconducted by part tlme adjunct faculty

gvSeventy percent of credlt and 50 o
" percent of noncredit programs held on -
. client’s site, balance on campus; half
~_on shared time and 30 percent on: -
. client’'s tlme - Two= th1rds of contractMVL
' training is pald for by the cllent ~and
- one- th1rd by the employee RS

fShort response tlme, flex1b111ty 1n j'

developlng and settlng up programs

,5L C. Harrls 11T, Dlrector, Bus1ness

Development Bus1ness and Technology

Y.Center



MOTT COMMUNITY COLLEGE

Flint, Michigan

Public, two-year communlty college

Enrollment 14, OOO

Contract- Training
Hlstory

Administrative
Structure

Administrative

Staff

Marketing

Clients

Contract-training programs in existence

“for fourteen years. 'Initiated by deans

of Community Education and Vocational-
Technical Education in response to a
request from a substantial client;
approved by president and board of
trustees. ' Start-up costs absorbed

in community-education operations.

Centrally administered within Office of
Community Education, headed by dean.
Contract-training program is auxiliary

‘enterprise under director of Community

Education. Totally self-supporting.

Director spends 50 percent of effort on
marketing contract-training programs;
two specialists spend 100 percent each;
four program specialists at 80 percent
each; five support staff at 40 percent
each.

" Marketing budget limited to £wo

marketing specialists and approx.
$10,000 annually in direct mail efforts
(4 mailings per year). Emphasis also
on professional networking and "word of
mouth." ' Focus is on medium-size, large
organizations and emphasizes grants
(industrial-based). Their slogan-
"When you'’ve got money, call us" and,
"if you need money, we’ll help you. get
it!"'

One hundred contracts/projects generate
an annual revenue of $2.5 million ($2
mil. in grant activity and $500,000 in

~contracts). Business and industry, 75

percent, mostly with large and medium-
size organizations; 25 percent with
medium-size government agencies.
Twenty-five percent of training is for
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_“~operators and craft workers, 25 percent
for- secretarlal and clerical workers,‘
.. .25 percent for. first-line superv1sors,
';ﬂand 25 percent for- technlcal and
B profe851onal workers : S

.. Programs sﬁ:tpf"Noncredlt programs 100 percent‘ all -
oo .. . . individual courses,.lOO percent are
- customized. ‘Client requests are
~ processed; a definition of the problem
+is made and a curriculum is designed to
. meet the needs,ﬁproposal with costs,»f,ﬂ
"~ is presented, ‘and adjustments made to-

'“satlsfy the cllent the program 1s thengrpff:;]

Hdellvered

*7vra¢u1thsiff';;’cbﬂ_Nlnety percent of noncredlt contract-v-
e o - training programs are: taught by
external consultants

~Program - . *;“fNoncredlt contract tralnlng programs:

Delivery ~  half held at client’s site, half on.

D A campus; 95 percent on'client’s time.
:Cllents pay 1n full for all programs

i.Strengthsvg‘ T Flex1b111ty in dellvery of all types ofe
R Sl ;tralnlng R : S o
'chtactgg!_f‘,”ﬁ’pJ'Scott Jenklns,FDean,,Commnnityv;
... Education ..o
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’;RIO SALADO COMMUNITY COLLEGE

,Phoenlx, Arlzona

‘qubllc, two year communlty college

J'Contract Tralnlng
‘Hlstory :

i»Enrollment 14 OOO‘ o

Contract—trainingiprograms'in existence
- for thirteen years. Initiated through

~ the creation of an Industry/
“Apprenticeship Department; received a
-grant to expand; approval from
“president of college; $60,000 start- -up

"~ costs for salarles of dlrector and
*secretary : o

Administrative
'Structure ‘

'lgHas.a decentraliZedvadmihiétration‘but”

still has a central office downtown to
handle a few large contracts; opened

‘other offices to better serve entire

county; contracts handled by three
associate deans with bu81ness/1ndustry,
prlson, and government agency

.experlence, administrative unit has
some’ financial support from college;

general guidelines have been
established for communlcatlon w1th

- other unlts

Admlnlstratlve
Staff

Marketing

tgpersonal sales calls and bulldlng lenge}kf

Clients

One assoCiate dean; one director; two

mclerlcal support staff

~'An annual marketlng budget of $80,000.

General strategies include flyers,
newsletters, but main focus is on

term. ‘relations.

.Sixty to'seventy contracts annually;

~ total revenue over $5 million. Sixty

. percent done with business and ‘
_1ndustry, 40 percent with government -

agencies. They promote training at all

- levels of the organization.

Programs_

N NOneredit.pregrams‘ZS percent; credit
~programs 75 percent. - Credit programs:

60 percent individual courses, 30

percent certificates, 10 percent .
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,"redlt courses taught almost
“exclus1vely by adjunct faculty, .
:noncredlt courses mostly;taught by

fcllent s locatio but_ongemployee tlme;f]

costs: usually shared by client and
;employee Noncredlt ‘program 1 70

percent at client’s. locatlon, 90 Sl E
" 'percent on employee tlme, costs sharedg}"

*.by clle tgand employee . RO EL R

,5Quallty of 1nstructlo

~ Strengths S
Bt MLty . serve entire county,.w1lllngness to..gwtf

i Coﬁtactf,‘f”“”’ -Jlm Van'Dyke, Assoc1ate Dean of

ffInstructlon

'*3negot1ate w1th 1ndustry‘_n;the1r terms fifltf*‘“



'SEATTLE CENTRAL COMMUNITY COLLEGE

Seattle, Washlngton

Public, two -year communlty college

_Enrollment Approx

Contract Tralnlng
'Hlstory

11,000

.jContract training programs in. existence
- for fourteen years. Initiated by
chancellor who hired staff to develop

contract-training program with support

-of campus president. Start-up costs ‘

.~ estimated at $25,000.

Administrative
Structure

~ Administrative
Staff

Marketing

Decentralized administration:  vice
chancellor for Education and »
Administration coordinates efforts of
campus director of Continuing Education
who reports to local dean of
instruction. The Continuing Education

unit is self-supporting, but the

contract-training unit is often not

.self- supportlng

One dlrector spends 50 percent of
effort on contract training; one

”'marketing specialist at 30 percent; one

program specialist at 100 percent; one
support staff at 75 percent.

Eight percent of total budget.
Strategies focus on direct mail (on a
per-program basis). Prospects
identified through market analysis and

- potential program fit. Sends out
- survey with postcard reply to area

Clients

bu81nesses

Eighty to ninety contracts annually
generating a revenue of more than $1.3
million. Most contract-training
programs with business and industry (80
percent), balance with government.

‘agencies. Generate $500,000 in

distance learning, $400,000 in teacher
training programs, and remaining

© $400,000 in teleconferences and

correspondence courses. Trainees

consist of middle management (40
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Programs

Faculty

Program
Delivery

Strengths

Contact

percent),‘Operators‘and craft workers
(40 percent), and teachers (20

- percent) .

Contract-training programs are all
individual courses, half credit, half
noncredit. Eighty-five percent are
customized. Client requests come to
the dean of instruction and respective
department chairs are consulted.

- Faculty is assigned, curriculum is

developed, and the contract is
negotiated by the director. President
reports to campus council and district
office. : '

Eight-five percent of noncredit
programs and 50 percent of credit
programs are taught by external
consultants; all others by part-time
adjuncts. :

Credit and noncredit: 80 percent of
contract-training programs conducted at
client’s site; 20 percent on campus; 75
percent on shared time, the balance on
client’s time. All contract-training
programs are paid in full by the
client.

Rich and varied resources; flexible
training programs; cost effective.

Tony Ogilivie, Dean of Continuing
Education,
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SOUTH SEATTLE COMMUNITY COLLEGE

Seattle, Washington

Public, two-year community college

Enrollment: Approx.

Contract-Training
History

Administrative
Structure

Administrative
Staff

vMarketing

Clients

- analysis.

12,000 -

Contract-training programs in existence
for fourteen years. Initiated by
chancellor who hired staff to develop
contract-training program with support
of campus president. Start-up costs
estimated at $22,000. »

" Decentralized administration: vice

chancellor for Education and
Administration coordinates efforts of
campus director of Continuing Education
who reports to local dean of
instruction. The Continuing Education
unit is self-supporting, but the
contract-training unit is often not
self-supporting.

One director spends 50 percent of
effort on contract training; one
marketing specialist at 40 percent; one
program specialist at 100 percent; one
support staff at 100 percent.

Approximately $50,000 annually.
Strategies focus on direct mail efforts
(on a per program basis), professional
networking, and word of mouth. -
Prospects identified through market

- Approximately 35 contracts per year

generating a revenue of $1.8 million.
Forty-nine percent of clients are with
business and industry; 49 percent with
government agencies; and 2 percent with
voluntary associations. Trainees
consist of 33 percent technical and
professional workers, 33 percent first-
line supervisors, 33 percent operators
and craft workers, and 1 percent middle
management. (Seventy percent of all

"contracts are vocational.)
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'Programs

-Facuity

: Program .

Delivery

Stréngths

Contact

Contract-training programs are all
individual courses; 60 percent credit,
40 percent noncredit. Seventy percent
of programs are customized. Client
requests come to the dean of
instruction and respective department
chairs are consulted. Faculty is
assigned, curriculum is developed, and

- the contract is negotiated by ‘the
director. President reports to campus
council and district office.

.Seventy-five'pércent‘ofinOncredit

programs and 55 percent of credit
programs are taught by external
consultants; all others by part-time
adjuncts. o ‘

Credit and noncredit: 90 percent of
contract-training programs conducted at
client’s site; 10 percent on campus; 75
percent on shared time, the balance on
client’s time. All contract-training

- programs are pald in full by the

client.

Flex1ble tralnlng programs,vcost
effective. , -

Jeanne Arvidson, Dean of Continuing
Education :
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: sWESTMORELAND COUNTY COMMUNITY COLLEGEAffJ“

f%Youngwood Pennsylvanla

lfPubllc, two year communlty college

’ Enrollment 4, 500

»thontract Tralnlng
lestory '5lma

. Administrative Ce

' Admlnlstratlvel'"“

ll’Stafff

o Marketing@ufff

 Clients

fdean of Instructlonal_
,Totally self supportlng

Contract tralnlng programs in ex1stencebf;_j:‘
_‘,-3for twelve years. Initiated by -
'v;pres1dent and: dean ‘as ‘outreach and
.p;f7response to requests from 1ndustry
:‘wj;Start up costs about $10; OOO

erV1ces

';Coordlnator of the Tralnlng Centerl}“f3ny”
‘spends 100 percent of effort on -

contract- tralnlng programs and has a f5

‘Flpart tlme secretary;*.

~  No marketlng budget Strategles
ﬁ“}ﬁlnclude ‘personal sales calls;. ‘some
. .group presentatlons,rand telephonew
- sales.
';meuth

v;Relles heav1ly on- word of:,f" co

'L”Twenty SlX contracts brlng a revenue offaj L
-~ $100,000. Forty' percent with bus1ness R

and 1ndustry, 40 percent w1th

bﬁigovernment agencies; and 20- percent

" with voluntary associations. - About. 75”p‘._m,

percent -of ‘contracts. 1n1t1ated by the

“client; about 50 percent w1th repeat

'5v;5cllents - Wide range of trainees:

rograms

‘nearly. one fourth operators ‘and craft
. workers; one fourth” technlcal and: . SO
”profess1onal workers, -one fourth mlddle'=lfﬁ”
~‘management; and one: fourth senlor and L
l“upper level management ’ Bt

"lenety n1ne percent of contract—“ vf

._certlflcate programs, 1 percent o

,_,'1nd1v1dual credlt ‘courses. Contract— -

~ . training programs are 100 percent RERTETE
fcustomlzed S o o




~ Faculty

‘Program
Delivery

Strengths

Contact

Most of the credit contract-training
programs and about half of the
noncredit programs are taught by full-

‘time regular faculty; almost all the

rest by part-time adjuncts; 10 percent

~of the noncredit programs taught by

external consultants

Credit courses principally held on

. campus; noncredit courses are 25
percent on campus, 75 percent at

client’s site. Approximately 80

percent of contract- training programs
- ‘on shared time and only 20 percent on
~client’s time. Ninety percent of

contract-training programs paid for by
the client, 10 percent by trainee.

In-depth knowledge of business and

'1ndustry, many years of staff

experience -in industry; knowledge of
the businesses within the area; ability
to deliver exactly as contracted.

Dave Sivak, Coordinator, Training
Center
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STATE‘UNIVERSiTY'OF.NEW YORK AT ALBANY

Office of Public Service (OPS)
Albany, New York

 public university
Enrollment: 19,000

Contract-Training Contract-training programs in existence

History _ for fifteen years. Evolved from
programming activities of the Division
of Continuing Studies at the initiative
of the dean and the director of
‘Noncredit Programs. Start-up costs
absorbed by existing resources.

Administrative Administration of contract-training
Structure programs is decentralized. The Office
‘ of Public Service is under the vice.
president for University Affairs and-
provides contract-training programs in

the general areas of management of
human resources and organizational
development. Contract-training

" programs are about 60 percent self-
supporting; state resources for public
service, economic development, etc.
fund the balance. _ '

Administrative An associate vice president serves as
~ Staff - director and spends 60 percent of time
o on contract-training program. - Five

program managers spend 100 percent of
‘effort, with four support staff at 100
percent. One manager is responsible
exclusively for curriculum development
and proposal writing; others administer
design and delivery.

.Marketing Forty thousand annually on marketing
' budget. Strategies include personal

sales calls, group presentations,
telephone sales calls, direct mail
efforts, newsletters, media releases, ,
advertisements, and contacts with past
clients. Focus is on medium-size and
large businesses and industry.
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Clients .= Twenty flve plus contracts per yearp-f
T T “ annual revenue of $15 - million. Seventy
 percent of contracts with business and

f_1ndustry, 30 percent with government -
. agencies. -Fifty percent.of:contracts -
" initiated by . the clients; 60 percent

‘h”frepeat clients. ~Almost half of thoservi”"‘

~ trained are technical- profess1onal
‘;personnel and superv1sors »

Programs = - = - . Nlnety percent noncredlt 70 percent
EERE DU “vindividual courses;- the rest _
~ certificate programs. ‘Ninety- flvef
H.percent are customlzed

Faculty '13pF1fty percent of contract tralnlng o

R . programs: taught by Office of Public =
. Service staff, thirty. percent by e
-~ external consultants, balance by full-‘
‘*tlme regular faculty ‘

Program = = - - Forty percent of contract tralnlng S
‘Delivery - » programs -at cllent s site and the rest
S - at other off- campus facilities; 80 =
.. percent on: cllent s t1me, balance on P
" .shared or employee time.. Ninety-five e
. . percent of contract- tralnlng programs.
‘are: pald for by the cllent ‘the rest

‘“are on a- shared ba31s S

 Strengths . ZzAblllty to prov1de custom des1gned ‘
: o ST v“programs u51ng exten31ve un1vers1ty
e faculty expertlse :

Contact;'f, o fhil‘Thomas Klnneyy Assoc1ate Vlce_p

President, Office of Public Service =



UNIVERSITY OF_ARKANSAS AT.LiTTLE ROCK

‘Division of Management Services
Little Rock, Arkansas

Four-year state university

Enrollment: 13,000

Contract-Training

History -

Administrative
Structure

Administrative
Staff

Marketing

Twenty-eight years ago, state law
¢reated an Industrial Research and
Extension Center, which was later
absorbed by Research and Public

"Service. Under this umbrella, Lifelong

Education and Professional Development
was established in 1975 offering off-

- campus credit courses. Today its many

functions include administration of
contract-training programs through the
Division of Management Services.

~ Contract-training is decentralized.

The Division of Management Services
offers training through contracts and
government grants. It is housed
downtown in the local chamber of
commerce offices. Operating budget
comes from the university. Lifelong
Education and Professional Development
also oversees credit and noncredit
public courses, a conference center
with public offerings, and a state-
funded labor education program.

One director at 50 percent of time; two
program specialists at 50 percent; one
full-time sales consultant; one support
staff at 100 percent.

Internal marketing budget of $30,000
annually. Direct mail pieces are
published 3 times a year; professional
networking; media releases and
advertisements; radio; and approx-
imately 30 presentations a year to
special groups. Focus on manufactur-
ing, non-profit, and hospitals.
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... Clients . {“Ha[;Thlrty seven co ractslannually,_,w* ,'-‘.., -
S o7 8200,000 in revenue.  Ninety percent of :
ﬁﬂ;-contract tralnlng programs are with S
- business and" 1ndustry, mostly companles R
'plOO to 500 employees,‘lo percent”‘

Tralnlng
] vg;levels of employees,
R frimarlly flrst‘llne ‘supervisgors and
" middle managementﬁi Occasionally R
‘.. training is. offered free to nonproflt SR
‘*‘organlzatlons : S,

Programs “'d?f?Programs are totally noncredlt rallo
e ""individual courses with certlflcates el
Seventy-five percent of courses are R

'gcustomlzedc_v

=f~Instructors are not univer31tyjfaculty,fif
state law prOhlbltS faculty to'teach .
-,,‘foverload 'Director and staff’ conduct
70 percent’ of tralnlng, prlvate ‘
T"consultants are also used 5

 Faculty

vr;?Program T ke e "Thlrty percent at‘cllent s locatlon,.55f L
';'Dellvery’r" - . -percent at other”fa0111ty,.15 percent '
o Lo on campust ‘Ninety percent of. courses.
~on. client’s time; - 10 ‘percent. shared
L jtlme ‘with employee “Client pays in '
©. full for courses. Tralnlng conducted iy
in‘all partsﬁof state Vo e ‘

j}Strengths';ﬁﬂf“:"g~”Long term com“ ment to bu51ness -
.. .o . development in the state; 1ndependence :
‘oo from academlc units; ablllty to dellver
‘ “quallty, hands -on trflnlng

f;contactf'f@j;tlfffz’Frank Plpkln ngrector,_D1v151on of .
I A DR *’;Management Serv1ces : R




'*;gPrlvate,

”ijEnrollment 18 5009

,:—UNIVERSITY OF DELAWARE i

3}Newark Delaware i\‘

SN four year and'graduate research un
~Publicly . supported ‘land- grant nstitution.

Contract trai
‘gfor over -27..
;outreach ‘e
‘as’ part of~1nst1tutlon s land- grant
‘mission; approval from d1rector of
DlVlSlon of" Contlnulng Educatl n,"
‘qﬁprovost and pres1dent -

g

-Contract Tra1n1ng _
o b ears Began. through

‘fdelstory

"14Adm1nlstrat1ve:f r”fCentral admlnlstratlon under dlrector,;:

?“Structure w0 Division of Contlnulng Educatlon, self?:

RPN "“"“'i;supportlng unit of the un1vers1ty, use -

e of classroom space, conference fa01llty»
" on campus,- sleeplng rooms for :

"ff_gpartlclpants
1,:Administrativeft ;“uDlrector of noncredlt programs spends R
o Staff . o .20 percent of time on contract- training

programs in ex1stence;f3'ffﬁ

ort. of contlnulng educatlon”%f7'7 '

“programs; nine program spe01allsts each}j[,”"‘H

ﬂ;_}spend 50 percent ‘one: marketlng
 specialist 20 percent; nine clerlcal/
fsupport staff 50 percent each S

g(‘Marketing”-;wwy_ﬂvw‘Fourteen percent of contlnulng AAS
o e education budget for marketlng, all oo
. marketing approaches used, but .. o0
,,”jpartlcularly personal - sales calls ‘Also .
" “hold three. annual breakfasts 1n whlch
fgorganlzatlons are 1nv1ted g; RO

Clients =~ Elghty nine contracts annually, total
Cedone o o yolume about  $500,000; seventy: percent
_*medlum size' and large bus1nesses,:,uj
. thirty. percent government agenc1es T

‘University initiates contact for' elghty'”*
.. percent of contracts, 60 percent are _“
. y“repeat cllents, ‘70 percent of training
o for middle management 30 percent AR
jjflrst llne superv1sors : :




Programs

Faculty

v Program
Delivery

Strengths

Contact

Ninety percent noncredit; 10 percent

credit. 60 percent customized; follow
a seven step process for handllng
cllent requests

'Forty perCent'of.contract—training

programs taught by full-time regular
faculty; 60 percent by off-campus

faculty.

Eighty- flve percent held ‘at client’s

‘location and on client’s time; cllent

pays in full.

-Wllllngness to respond qulckly to

requests; years of experience in
contract-training programs; quality of

instruction.

Jim Broomall Dlrector, Noncredit

Programs, Division of Contlnulng
Education
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'tjycliéﬁfsj“fdhff“

’UNIVERSITY OF GEORGIA

'Instltute of Government and Georgla Center for Contlnulng

Education o
EAthens, Georgla ‘

’”APUbllc,.four year 1nst1tutlon ,f,ff“

fEnrollment 29,000

‘Contract Tralnlng
: Hlstory AT

Contract tralning programs in existence f

ﬁ3@for more than 27 years with government
‘agencies. . Initiated in 1965 by ' '

directors of the Institute of

‘Administrative
- Structure

~Government - and the Georgla Center to
”_.,’encourage university involvement in '
- professional development: for state andv«
~-local governments Start up costs of
j$15 000. L T

fAdmlnlstratlon of contract tra1n1ng 1s"
- widely decentralized within the :

":'Aunlver31ty Georgla Center for

_‘fContlnulng Educatlon screens’ all
. proposals for: compllance with i
“university pOllCY Government tralnlngg-”

Lodse centrallzed in a ‘unit based in:

Georgia Center: under jOlnt superv1s1onlff”,
~with the Institute of Government. Aboutl”jﬁ '

.50 percent of the costs of contract-

: tra1n1ng and publlc offerlngs in e
government programs are prov1ded by theo'*;" '

,'hunlver81ty

Administrative

Staff

.D1rector spends 100 percent of effort
on contract- tralnlng ‘programs; 12 L
,program spec1a11sts/1nstructors average%.”
.50 percent. of. effort ‘as do seven R

’fisupport staff

‘»government agen01es 1n“Georg1a¥f

iA long and cont1nu1ng ass001atlon w1th
. government groups. in the state L
. precludes the need for conventlonal
Vmarketlng ' e v

frfTwenty two large contracts annually
rencompa881ng 861 programs ‘ Annual
“gross revenue $3.5 million. “All

contracts are w1th state and 1ocal
' The




state has mandatory training
requirements for employees. - Ninety
percent of contracts are initiated by
the client; 95 percent are repeat
clients. Trainees are seventy percent
middle management and thirty percent
first-line supervisors.

Programs ‘ All programs are noncredit; half are
' individual programs and half are certl—
ficate. programs; 100 percent are: :
customized. '

Faculty . Seventy-five percent of contract-
training instruction provided by full-
time professional staff; 25 percent by
external consultants.

- Program Eighty-five percent of contract-
Delivery ‘training on client’s site, balance on
' campus; 99 percent on client’s time.
Clients pay in full. '

Strengths - University commitment to professional
: development; full-time professional
staff; quick response time; ability to
meet local community needs; support of
governor, legislature, and statewide
professional organizations.

Contact o Harold Holtz, Director of Governmental
- Training, Georgia Center for Continuing
Education
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UNIVERSITY OF NEW HAMPSHIRE

Durham, New Hampshire

Four-year state university

Enrollment: 13,300

Contract-Training
History '

Administrative
Structure

~ Administrative
Sstaff

Marketing

Contract-training programs in existence
for fifteen years having developed as
an outgrowth of continuing education
programs. ~Initiated through requests
from industry; endorsed by director of
Division of Continuing Education.
Start-up costs $2,000 to $3,000.  1In
1985, the president of the university
made a strong commitment to contract-
training. ' :

Decentralized administration; major
effort through Continuing Education.
Contract-training programs completely
self-supporting; no state or
institutional funds.

Associate director of the Division of
Continuing Education spends 20 percent.
of time on contract-training programs;
marketing specialist 10 percent;
program specialist 80 percent; clerical
support staff 15 percent.

Marketing budget is included in the

_overall Continuing Education figures.

Clients

Market analysis done internally and by

a public relations agency. All

marketing techniques used; continuing
education mailings include contract-
training program information.

Fifty contracts annually encompassing
160 programs; $150,000 revenue '
generated. Ninety-five percent. of
contract-training from business and
industry; 2.5 percent from government
agencies; 2.5 percent from voluntary
agencies. Sixty-five percent of
contracts initiated by client; 30
percent repeat contracts. Training
provided for senior and upper-level
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kProgramsf.ﬁ

 Faculty

lerogram

;Delivery,v»m

. Strengths

' Contact

vgfmanagement (20 percent), mlddlel:h
- management (50 percent); technical and
'v,;profess1onal workers (30 percent)

*-Noncredlt programs are - 100 percent of

. contract-training efforts. ~All courses o
- listed 1nd1v1dually Elghty percent S

';”are customlzed for the cllent L e

»,v-'Noncredlt courses evenly dlstrlbuted
. between: full-time faculty, adjunct
gfaculty,land external c

fsultants

f“Seventy flve percent of courses held at"'
‘client’s. 1ocatlon Seventy percent on

'~ client’s time; 15 percent on employee
'-t1me,v15 percent shared tlme Cllent
'pays in full for all tralnlng ‘

a~g_Un1ver81ty strengths in tralnlng, .

-}gjknowledge base and: research teachlng

. _experience. Can offer quallty, hands- =~
“on programs. Spec1allzed care given to- -

contract tralnlng programs by staff.

'Vtharlna Drumheller, Manager of Tralnlng,hr

Contlnulng Educatlon




SCHOOL FOR LIfELONG'LEARNING :
UNIVERSITY SYSTEM OF NEW HAMPSHIRE

Center for Organlzatlonal and Profess1onal Development

(COPD)

Portsmouth, New Hampshlre

Four year, publlc unlver81ty

Enrollment 2 700

Contract- Tralnlng
Hlstory

Administratiﬁe”
Structure i

'Admlnlstratlve.
Staff '

. Marketing =

Clients

Programs

.Contract tralnlng programs in existence

for thirteen years. Initial effort
based on needs assessment of '
communltles/reglons in the state.

~Start-up costs included $20,000

overhead and salary for one director

‘plus part-time clerical support.

The Center for Organizational and ‘
Professional Development (COPD) acts as

the clearinghouse for contract-training

program contacts; functions as
- administrative/academic unit of the
- School for Lifelong Learning. Unit is
‘ fully self supporting. C

Dlrector 100 percent of time; program
specialist 80 percent; clerical/support
staff 50 percent; consultants as -

vneeded

- No annual marketing budget. Focuses on
_ profess1onal networklng '

Flfteen contracts annually,
approx1mately $500,000 in revenue.
Forty percent of contracts for business
and industry; 60 percent for

. government agencies. Ten percent of

contacts made by client; 68 percent
repeat clients. Most training is for
first-line supervisors, 60 percent; 40
percent for middle management. Focuses
on state agencies, Health and Human '
Services. :

Ninety percent noncredit programs;
professional development and specific
credit programming. Certificates
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Faculty

:Program
- Delivery

‘Strengtns

Contact

‘offered for all noncredit courses. All
,noncredlt courses are customlzed -some
~based on prev1ous courses.

.“Full time regular faculty 40 percent

60 percent external consultants

Noncredit. courses held at client’s
locatlon 80 percent of the time; 20
percent at other facility off-campus.

- Ninety percent on client’s time; other

10 percent elther on employee: time or .

‘shared. Cllent pays for all. tralnlng

A separate charge is added if more than5
one v1s1t is needed to develop a
course ' :

Customlzatlon, brokerlng of programs
for regions in state, 1nstructors of
hlgh quality.

Ron Blankenstein Director, Center for

Organizational and Profess1onal
Development
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o Admlnlstratlve

UNIVERSITY OFiNORTH-TEXAS

Professional Development Instltute

Denton, Texas: .
[

Publlc, four—Year.uniVersity”'

Enrollment: 25 000

Contract- Tralnlng
History '

Professional Development Institute
(PDI) established in 1973 as a

-department of the College of Business;
developed noncredit professional

- education for business community,

Administrative
Structure

Staff

Marketing

Clients

including public and contract-training

‘programs; contract-training programs

initiated by the executive director and
a faculty member of PDI. No start-up
cOstspinvolved. :

' Decentralized admlnistratlon, PDI has
no.- authorlty on campus for other

contracting efforts; functions as a
nonprofit unit; offices leased in hotel

" or on university property; meeting
~rooms .rented as needed; PDI self—
supporting.

" PDI staff consists of two vice

presidents less than 50 percent each;

‘three center program coordinators

(management, accounting, and large.
events) , marketing specialist 75
percent; six clerlcal/support staff 60-
80 percent each. .

‘A marketlng budget of $200 000

annually. ' Large focus on personal

. sales calls. Market to 24 states per
- year using space advertlslng and direct
) mall (brochures) .

Seventeen¢hundred CQntracts‘annually;

‘total volume of $4 million; 95 percent

repeat clients; 85 percent contact PDI.
for training. Train 70 percent.
technical and profe381onal workers; 20
percent middle management; 10 percent
senior and upper-level management.
Target groups include CPA candidates.
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Programs

Faculty

Program
Delivery

Strengths

‘Contact

,and‘the'petroleum industry.

'All individual noncredit courses; 85 -

percent on the shelf; willing to tailor
in areas of expertise: management,
accountlng and taxatlon, computers, and
other business subjects. '

:Slxty five percent full time faculty,
35 percent external consultants

;Nlnety—flve percent held at cllent s
.location; 100 percent on client’s time;
'pald for by the client.

SpeCialized programs unavailable

- elsewhere; high quality of programs;

top-rate instructors (who are paid
well) ; energy and 1n1t1at1ve of those

'1nvolved

Paden-NeeleY}rPresident,-Professional
Development Institute

127



AMERICAN UNIVERSITY

Offlce of Contract Programs

Washington, D.C.

Private, four-year institution

Enrollment: 14 000

Contract- Tralnlng
History ‘

Administrative
Structure

Administrative

Staff

Marketing

Clients

Contract-training programs in existence
for 17 years. They began as part of

- Continuing Education unit. ~Eleven
years ago a separate office was

established. Program began as a :
response to government requests and was

originated by the dean of the College

of Continuing Education (CE) and a
program development specialist.

Provost and vice provost for University
Programs responsible for approval. No

start-up costs in CE; $40,000 for
salaries and operating costs when new
office was created.

Central administration under director,
Office of Contract Programs; self-
supporting administrative unit under

- University Programs with centralized

mandate from provost

SlX full-time staff spend 100 percent
of time on contract-training programs
(director, two program specialists, two
marketing specialists, one clerical
assistant); two part-time staff include
one clerical and one project assistant.

Annual budget for marketing $5,000; all
approaches used, particularly telephone:
and personal sales calls; newsletter,
newspaper ads, and articles. Strategy
is to investigate top companies, match
university strengths to companies, and

get input from alumni and development.

Twenty-six contracts annually; total
revenue over $2 million; 50 percent
international groups (Eng. Lang.,
Multi-Cultural, and Computer Science
Training); 25 percent business and
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Programs‘

Faculty

Program
Delivery

Strengths

' Contact

industry; 25 government agencies.

Office of Contract Programs initiates
95 percent of contacts; 70 percent are
repeat clients. Forty percent of
training is for middle management; 50
percent for first- line supervisors; 10
percent for senior and upper-level
management.

- Sixty percent’noncredit, 40 percent
~credit.  Offers degrees and
,certificates, 30 percent individual

courses. Flfty percent customized

' courses; 100 noncredit, on-the-shelf,

professional development courses.
Marketing representatlve ‘acts as ,
liaison between client and academlc
unlts for credlt courses.

Credit courses taught 50 percent by
full-time faculty, 50 percent by
adjuncts. Noncredit courses: 50
percent full-time, 25 percent adjuncts,
25 percent external consultants.

Credit courses held at c¢lient’s

location; client pays 75 percent of
costs, 25 percent paid by employee.

-Noncredit courses held 75 percent at
‘client’s location and on client’s time.
,Cllent pays full costs

Cooperatlve Splrlt w1th rest of
university; willingness of staff to do -
anything for client; staff responsible
for program and faculty development-

Cynthla Johnson Dlrector of Contract

‘ Programs
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PACE UNIVERSITY

New York, New;York'

Private, four-year university
Enrollment: Approx. 25,000

,Contract-Trafning“
History :

Administrati#é

Structure

Administrative
Staff ‘

- Marketing

Clients

Contract-training programs in existence

for 22 years. 1Initiated by the
- president and implemented by the dean

of the School of Business. Start-up
costs of $40,00051

_Contract—training'program centrally"
‘administered through Office of

Corporate Programs (White Plains, New
York), a unit of the School of
Business. Contract-training program is
totally self-supporting.

Director, Office of Corporate’Programs,
reports to dean of the School of
Business, and is assisted by a program

specialist and secretary; each spends

100 percent of effort on contract-
training.

No annual marketing budget. Strategies
are labor-intensive telephone calls and

~calls to personal contacts; group

presentations; invitations to campus
events. Focus is on industries in the
corporate arena.

- Twenty-five contract-training programs

generating $1 million annually. Fifty
percent of the contracts initiated by

" clients; fifty percent are repeat

clients. Fifty percent of the trainees
are middle management; 25 percent are
technical and professional workers; 25
percent are senior and upper-level
management. Target corporations that
offer tuition reimbursement. Seventy
percent with business and industry; 30
percent with government agencies.
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.Programs

Facnlty'

Program
Delivery

-Strengths

Contact

Credit programs are 90 percent;
‘noncredit 10 percent. All programs are
- customized. Client requests are all
" processed within Office of Corporate

Programs. This office also assists
faculty, who are approached dlrectly to

'conduct training.

aApprox1mately 90 percent of all
- contract-training programs are taught

by full-time regular faculty; 10
percent;by external consultants.

Fifty percent at cllent s site; 50

- percent on campus. 75 percent on

client’s time, 20 percent shared time.
Training paid in full by client.

Autonomous management.

Danielle Rudes, Corporate Recruiter;
Office of Corporate Programs
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APPENDIX C:

SAMPLE BREAKEVEN BUDGET
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Name of Program

Contact Person 1 Phone #:( )
Type of Program: _bod«mo
Day(sVDate(s) i M ) VA . "I SR
. am
Start Time, L pm
# Paying Parics
. ESTIMATED DIRECT EXPENSES (2dd fines A through )
A.FACIUTIES RENTAL ___ Days @ $____/Day €. COMMITTEE EXPENSES
3 Ry 1. Catering s
SUBTOTAL - FACRITIES —
2. Travel $
0
B. CATERING .
1. Cort, Bridst. §___fparsorvday x___daysx#__§, 3. Accommodations K
. . 4. Other s
2. Lunch | $___fpersorvday x ___ daysx#_. S - .
j SUBTOTAL :COMMITTEE EXPENSES ES
3. Dinner $___/persorvday x days x# s
i F. PARKING FEES o
4.Raception| $___/persorvday x _°__days x# s, $_____/persorvday x _daysx#
5. Rotr, Breaks$__/persoriday x ___days ki, s SUBTOTAL - PARKING F.§
c : G. AUDIO-VISUAL S :
SUBTOTAL - CATERING . - B 1. Equipmonk Rental s
C. SPEAKER COSTS ) 2. Statf Support
1. Fees H $ Thourfparson x days x # S
Speaker 1, .,
$. hon. + $. travel - s SUBTOTAL - AUDIO-VISUAL . G.S_____
Sposkec2 ' . H. REGISTRATION MATERIALS
hon.+$__. _ tavel - s 1. Packets
\ s fparsonx #___ s
Spoaker3 o !
3. ihon. + §, wravel 3. 2. Nametags
7 — B “/parson x # s
2. Meals SUBTOTAL - REGISTRATION H.S
. speakersx § x4 days s h—
o I SUPPLIES & SERVICES - .
3. Accommiodations/Lodging 1. Signs s
L] spoakers x $. x# days s,
i . 2. Supplies s,
4. Packets/Nametags
. speakersx $ . s, 3. Telaphone s,
: 4. Postage B
5. P . ) -
L) 9poskors x $. x# days - $ . S. Duplicating $.
6. Othor, s 6. Othar, s
{ SUBTOTAL -SUPPLIES & SERVICES X S
SUBTOTAL - SPEAKER COSTS C.s . =
: J. SECRETARIAT (STAFF) EXPENSES/REIMBURSEMENTS
0. PROMO] ARKETING 1. Stato Vahick/Miieage . s
1. Buketin: Space s
H 2. Lodging/Accommodations $
2. Advedising s g
i 3. Meals s,
3. Printing $___broch!
S‘ ftyoc + ure 3 wower___ s
4. Postage s o0 + $. brochure S,
fyored__ SUBTOTAL -SECRETARIAT J4s,
5. Other, s
; K. CONTINGENCY/ EMERGENCY ___ _
SUBTOTAL - PROMOTIONAL COSTS 0.s SUBTQTAL CONTINGENCY/ EMERGENCY KS___
} 1. TOTAL ESTIMATED DIRECT EXPENSES S
II. ESTIMATED INDIRECT EXPENSES
A CSU Central Administration % Projected Program Ravenue s —
8. OEE Admi $ P y x daysx ¥ * (“al participants paying and guests) $__ .
: > Il. TOTAL ESTIMATED INDIRECT EXPENSES s —
1l ESTIMATED PROGRAM COSTS (add lines 1. & W) ' . TOTAL ESTIMATED PROGRAM COSTS S o
IV. ESTIMATED PER PERSON COSTS } IV. TOTAL EST. COSTS / #  PERSONS= S___ Iperson
V. SUGGESTED PER/ PERSON RATE ’ s Iperson
Date Propaced 8y _
WHITE- OEE program lito YELLOW- OEE Director PINK. Coorttinator: Committee
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CONTRACT PROGRAM
March 2, 1995

?PROPOSED TIMELINE OF ACTIVITY (SAMPLE)

March 1, 1994

March, 1994

Fall, 1994

October 5, 1994

Oct. 15-Dec. 4, 1994
November 9, 1994
Nov. 26-30, 1994
Dec. 4-7, 1994

Dec. S5-Feb. 15, 1995
. January 18 1?95
February 1, 1995
February 15, 1995
February 11-15, 1995
February 20, 1995

March 1, 1995

March 2, 1995

Contract signed

Rooms/space reserved
Keynote speaker confirmed
Departmental/School Approval

Brochure designed, typeset pasted- up,
printed

Prospective exhibitor list compiled .

Speakers confirmed

" Exhibitor invitations sent

Brochure mailed/distributed
Registrations accepted

Assign presiders to sessions

Exhibitor table reservation deadline
Dupllcatlng/audlo visual request deadline
Directional signs ordered

Sign hangers ordered

Catering arrangements made
Speaker room assignments made

REGISTRATION DEADLINE (P.O.#s must be
received by this date)

All materials for packet inserts received

Credit requirements drafted '

All duplicating finished, returned

Catering confirmed

Signs printed

Space diagrams drawn; arrangements
finalized

Nametags made, packets stuffed rosters
checked )
Final details afranged; final AV/room

checks .

" CONFERENCE
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