Faculty Development at NC State: An Institutional Commitment

Report of the Working Group on Faculty Development

January 15, 2008

Executive Summary

In April 2007, Provost Nielsen established the Working Group on Faculty Development.  His charge to the group was “to identify existing programs and associated resources (including internal grant programs) that support faculty development and determine the best organization for maximizing their impact.  Faculty development is to include all possible aspects, e.g., teaching and learning, leadership development, grantsmanship, diversity.”

The working group met eleven times between April and December 2007, and utilized a wide range of resources in its deliberations.  The working group also developed a guiding statement on faculty development to direct its investigation and against which to test its findings and recommendations:

Through faculty development, NC State enables continuous fulfillment and growth towards excellence in all realms of faculty responsibility in support of the university’s mission.

The group developed guiding questions addressing five major areas of inquiry related to faculty development: 

  I.
The scope of faculty development at NC State

 II.  
Meeting the goals of faculty development 

III.
Recognizing the institutional context

IV.
Meeting the needs of a diverse faculty

 V.
Organizing faculty development at NC State 

The group uses these areas of inquiry to organize its report and the recommendations below. 

The working group believes that its recommendations will create a new model for leadership of faculty development involving a variety of campus constituencies, encouraging more collaboration across campus.  The recommendations will ensure that decisions about resources rely on assessment of needs and outcomes for the whole range of faculty responsibilities at NC State.  Finally, the recommendations ensure continuing recognition of the importance of faculty development at NC State both for individual faculty members and for the institution, linking it to existing reward structures and to the university’s mission and strategic goals and ensuring its continuing role as a leader in innovation for the state, the nation, and the world.   

Recommendations of the Working Group: 

*The five sections of the report can found on the page number noted in parentheses.
I. The Scope of Faculty Development at NC State (pages 8-10)* 

The Working Group recommends that:

1.
NC State develop a statement of purpose for faculty development that sets 

comprehensive goals for supporting faculty and assisting the university in achieving its mission.

2.   any assessment of faculty development include analysis of the implications of the 

Mission Statement, Strategic Plan, and five focus areas in order to improve future faculty development efforts. 

II. Meeting the Goals of Faculty Development (pages 11-18)

The Working Group recommends that:

1.  adequate support services and direct financial support be included in any plans for 

achieving the goals of faculty development on campus, including those raised by the Faculty Well-Being Survey.

2. 
NC State continue efforts to provide resources and support to enable faculty to


balance their work and personal responsibilities (particularly family care). 

3. 
NC State develop a comprehensive web site dedicated to the needs of faculty that 

is easily accessible from the campus home page and organizes available information according to faculty needs. 

4.   the Office of the Provost continue collecting data on Off-Campus Scholarly 

Assignments in order to assess NC State’s support for scholarly and professional development compared to its peer institutions.  The group also recommends that NC State revise the Off-Campus Scholarly Assignment regulation to ensure that the program is structured in a way that encourages faculty to apply, and that the university establish a goal to provide reassigned time to tenure-track faculty for scholarly activities.  

III. Recognizing the institutional context (pages 19-22) 

The Working Group recommends that:

1.   New Faculty Orientation should be coordinated between college and university-

level programs, and that, regardless of whether orientation is primarily organized by new faculty members’ colleges or the Office of the Provost, NC State should ensure that new faculty members receive an appropriate, high quality orientation to the university and to their colleges. 

2.   the Office of the Provost investigate the possibility of an orientation program for 

non-tenure-track faculty.  
3.   college and university research offices work together to identify and fill gaps in 


support for research and to increase the effectiveness of support services. 

4.   the effectiveness of seed grant programs be assessed and that these funds be 


considered in any plan to more effectively deploy faculty development resources.

5.   plans for appropriate faculty development be included in any plans for 
implementing new institutional goals or programs such as the five institutional 

focus areas and the proposed General Education Program.

6.   the Faculty Senate, the Office of the Provost, the deans, and department heads 

collaborate in finding ways to make the Plans for Professional Development more helpful and relevant to faculty success. 

IV. Meeting the needs of a diverse faculty (pages 23-25)

The Working Group recommends that:

1. 
the needs of faculty based on career stage, demographic categories, tenure status, etc., be assessed and that appropriate programming be provided to meet their needs. 

2. 
faculty development providers develop methods for delivering programming that is accessible to faculty regardless of time and location. 

3. 
NC State secure external funds or consider redirecting existing funds to undertake projects similar to the Hewlett model to encourage collaboration, enhance collegiality, and build community across colleges.

4. 
any assessment of faculty development needs at NC State include consideration of mentoring and career-advising programs for early-career and other faculty.  

5. 
any assessment of faculty development needs at NC State include comprehensive leadership development for faculty and administrators. 

V. Organizing faculty development at NC State (pages 26-27) 

The Working Group recommends that NC State:

1. establish the position of Vice Provost for Faculty Development reporting to the Provost.  The Vice Provost should be responsible for follow-up on the recommendations of the working group, including assessing needs, outcomes, and resources, coordinating programming, and establishing  an administrative structure to support the range of faculty development activities on campus.

2. establish an Advisory Committee on Faculty Development chaired by the Vice Provost and made up of faculty members who could undertake assessments of faculty development needs, outcomes, and resources and recommend new or restructured programs.

3. schedule regular meetings of the Provost and Executive Vice Chancellor with the Vice Chancellors for Research & Graduate Studies and Extension, Engagement, & Economic Development and with the deans to consider recommendations from the Advisory Committee on Faculty Development on how best to array faculty development programs and resources.  

4. charge the Vice Provost with developing and managing the proposed comprehensive faculty development website and with developing communication strategies to better promote faculty development opportunities on campus

5. establish a comprehensive Center for Faculty Development that would 

· broaden the focus of the current Faculty Center for Teaching and Learning 

· serve as an umbrella for faculty development programs within Academic Affairs

· coordinate activities with other divisions and the colleges 

· report to the Vice Provost for Faculty Development

· be staffed by a director and other faculty development experts who should have a variety of disciplinary expertise and develop programming in coordination with the colleges and other offices on campus. 

6. establish a Faculty Development Operations Council chaired by the Vice Provost for Faculty Development and comprised of representatives from the colleges, campus faculty development programs, and offices providing support services to faculty.  The Council should meet periodically to share plans and information, develop collaborations, and serve as a resource for the Vice Provost, the Advisory Committee on Faculty Development, and the Center for Faculty Development.

7. charge the Vice Provost, the Advisory Committee, and the Operations Council with developing plans to assess the impact of faculty development programs and resources and using the findings to improve their effectiveness 

8. charge the Vice Provost, the Advisory Committee, and the Operations Council to identify possible external resources to support faculty development on campus. 
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Background:

In April 2007, Provost Nielsen established the Working Group on Faculty Development.  His charge to the group was “to identify existing programs and associated resources (including internal grant programs) that support faculty development and determine the best organization for maximizing their impact.  Faculty development is to include all possible aspects, e.g., teaching and learning, leadership development, grantsmanship, diversity.”  The following NC State faculty and administrators comprise the working group*:

Betsy E. Brown, Office of the Provost, Chair

Prema Arasu, College of Veterinary Medicine and the Graduate School

Sarah L. Ash, College of Agriculture and Life Sciences

Cheryl L. Brown, American Council on Education Fellow

Christopher S. Brown, Research and Graduate Studies

Barbara L. Carroll, Human Resources
Jo-Ann D. Cohen, College of Physical and Mathematical Sciences

Marcia L. Gumpertz, Diversity and African American Affairs

Nancy L. Gustke, College of Humanities and Social Sciences 

Sharon M. B. Joines, College of Design 

Paul Khosla, College of Engineering

Debbie L. Reno, Extension, Engagement and Economic Development

Jon P. Rust, College of Textiles

Sarah R. Stein, College of Humanities and Social Sciences

Paul F. Williams, College of Management

Joanne G. Woodard, Office for Equal Opportunity

Ms. Retta Clemons, Office of the Provost, provided administrative support for the working group.
*Dr. Chris Brown replaced Mr. Matt Ronning on the working group when Dr. Brown was appointed to coordinate research development in the Division of Research and Graduate Studies.  Dr. Duane Akroyd, College of Education, was appointed to the working group but subsequently resigned because of other responsibilities.  

 Activities and Resources: 

The working group met eleven times between April and December 2007.  The group identified a number of resources to be consulted in its deliberations, including the following:

· Mary Deane Sorcinelli, et al., Creating the Future of Faculty Development: Learning from the Past, Understanding the Present.  Bolton. MA: Anker Publishing, 2006

· NC State’s Mission Statement (2001), Strategic Plan (2006), and Five Focus Areas (2007)

http://www2.acs.ncsu.edu/UPA/strategicplan/mission.htm
http://www2.acs.ncsu.edu/UPA/strategicplan/index.htm
http://www.ncsu.edu/about-nc-state/chancellor/speeches-and-writings/state-of-ncstate/index.php
· relevant NC State Regulations, including Reappointment, 
Promotion, and Tenure (including the Six Realms of Faculty Responsibility), Statements of Mutual Expectation (Reg.05.20.27), Plans for Professional Development (Reg.05.20.16), and Annual Reviews of Faculty Members (Reg.05.20.3), and Scholarly Assignments Off Campus (Reg. 05.20.24)

http://www.ncsu.edu/policies/employment/navigation.php/faculty
· web sites of faculty development centers at other universities

· 2006 NC State Faculty Well-Being Survey 

http://www2.acs.ncsu.edu/UPA/survey/faculty/index.htm
· 2006 Collaborative on Academic Careers in Higher Education (COACHE) Survey of Tenure-Track Faculty 

http://www2.acs.ncsu.edu/UPA/survey/reports/coache/COACHE.summary.report.htm
· data on Off-Campus Scholarly Assignments, 2002-2006 

The working group sent questionnaires to each college and to other providers of faculty development on campus requesting information about the activities and resources provided by their offices.  (The questionnaire, a list of offices responding, and a summary of responses are included in Appendix A). The group also interviewed a number of individuals on campus involved currently or in the past in faculty development activities, to determine what challenges and opportunities encountered in the past that should be considered in planning for future faculty development needs.  (A list of those interviewed and interview questions are included in Appendix B.)  

In addition, the working group consulted the websites of faculty development centers at a number of other institutions and was briefed on the findings of the Task Force on Faculty Gender Diversity (whose chair and several members were also members of the working group) and the NC State General Faculty Meeting on Faculty Workload and Faculty Well-Being (October 3, 2007). Finally, the group’s deliberations were enriched by the extensive experience and expertise of its members, who represented a variety of perspectives and campus involvement germane to faculty development.

To help determine the scope of its inquiry and organize its research and discussion, the group relied on a list of guiding questions adapted from Sorcinelli et al, Creating the Future of Faculty Development: Learning from the Past, Understanding the Present.  (The working group’s guiding questions are included in Appendix C.)  These questions address five major areas of inquiry related to faculty development: 

1. The scope of faculty development at NC State

2. Meeting the goals of faculty development 

3. Recognizing the institutional context

4. Meeting the needs of a diverse faculty

5. Organizing faculty development at NC State 

The working group uses these areas of inquiry to organize its report and recommendations. 

I.  The Scope of Faculty Development at NC State

A. Guiding Statement about Faculty Development

In response to the question “What are the purposes of faculty development at NC State?” the group developed a “guiding statement” to direct its investigation and against which to test its findings and recommendations:  

Through faculty development, NC State enables continuous fulfillment and growth towards excellence in all realms of faculty responsibility in support of the university’s mission.

The group believes this statement differs in several significant ways from conventional definitions of faculty development by:  

· focusing on the institution’s responsibility to provide the resources, activities, and support services necessary for faculty growth and excellence, rather than on the faculty member’s responsibility to seek them out

· acknowledging all realms of faculty responsibility as the scope of faculty development, rather than focusing only on one or two realms (e.g., teaching and learning and/or research and scholarship)

· recognizing that, in addition to support for individual faculty member’s professional growth and development, faculty development provides opportunities for faculty members to contribute to the university’s achievement of its mission and goals.  

The working group recommends that NC State develop a statement of purpose for faculty development that sets comprehensive goals for supporting faculty and assisting the university in achieving its mission.

B. Six Realms of Faculty Responsibility

In light of its guiding statement, the group reviewed the Six Realms of Faculty Responsibility included in the Reappointment, Promotion, and Tenure regulation as a working definition of areas of faculty responsibility at NC State: 

1. Teaching and Mentoring of Undergraduate and Graduate Students. 

2. Discovery of Knowledge through Discipline-Guided Inquiry

3. Creative Artistry and Literature

4. Technological and Managerial Innovation

5. Extension and Engagement with Constituencies outside the University

6. Service in Professional Societies and Service and Engagement within the University Itself

(http://www.ncsu.edu/policies/employment/faculty/POL05.20.1.php)

The working group believes that the Six Realms of Faculty Responsibility can serve as a useful operational statement of the areas that NC State should support through faculty development.

C. Mission Statement

The working group also reviewed the university’s Mission Statement (2001):

The mission of North Carolina State University is to serve its students and the people of North Carolina as a doctoral/research-extensive, land-grant university. Through the active integration of teaching, research, extension, and engagement, North Carolina State University creates an innovative learning environment that stresses mastery of fundamentals, intellectual discipline, creativity, problem solving, and responsibility. Enhancing its historic strengths in agriculture, science, and engineering with a commitment to excellence in a comprehensive range of academic disciplines, North Carolina State University provides leadership for intellectual, cultural, social, economic, and technological development within the state, the nation, and the world. (http://www2.acs.ncsu.edu/UPA/strategicplan/mission.htm)

The group notes that although this statement does not mention faculty directly, it has significant implications for faculty and their development, in particular in references to the “active integration of teaching, research, extension, and engagement,” “an innovative learning environment,” “commitment to excellence in a comprehensive range of academic disciplines,” and “leadership for intellectual, cultural, social, economic, and technological development within the state, the nation, and the world.”  Achieving these aspects of the university’s mission requires a faculty with access to resources, support services, and opportunities for continuous professional growth and development.
D. Strategic Plan and Five Focus Areas

NC State’s Strategic Plan (2006) addresses the importance of faculty development in one of its Investment Priorities: “Develop a faculty and staff of the highest quality.”  This priority cites the importance of “attracting, developing, and retaining excellent scholars, teachers, and researchers” and the need to provide “competitive compensation, professional development opportunities, and a supportive and productive work environment” as “critical to attracting and retaining high-quality faculty and staff.”  (http://www2.acs.ncsu.edu/ UPA/strategicplan/index.htm)

The Plan’s Investment Priorities and Distinctive Characteristics identify a number of areas in which faculty development may be necessary to achieve the university’s strategic goals:

· building research and graduate and professional programs aggressively in proven and emerging areas

· strengthening our commitment to a broader, more comprehensive range of disciplines

· enriching undergraduates’ educational experience through their active

engagement with society
· fostering innovation-driven economic development

· integrating global perspectives into our programs and functions

· generating innovative and useful solutions that improve the lives of North Carolinians and others facing related social and economic challenges

· forming strategic partnerships with industry, agriculture, government, business, educational entities, non-profits, alumni, and other constituencies outside of the university

· integrating multiple disciplines

· employing e-learning to enrich learning

The Strategic Plan also mandates support structures for faculty and others in order to achieve institutional priorities, including the following:

· supporting curiosity-driven investigations

· strengthening the university’s core infrastructure

· promoting an innovative administrative environment shaped by our academic vision

Like the Strategic Plan, the five focus areas announced by Chancellor Oblinger in his 2007 “State of NC State” address invite interdisciplinary and multidisciplinary approaches to teaching, research, and engagement and thus may require NC State faculty to work within and across disciplines in order to contribute to these goals: 

· producing leaders for the state, nation, and world 

· creating educational innovation 

· improving health and well being 

· fueling economic development 

· driving innovation in energy and the environment

(http://www.ncsu.edu/about-nc-state/chancellor/speeches-and-writings/state-of-ncstate/index.php)

The working group commends the commitment to professional development opportunities expressed in the Strategic Plan, particularly in light of the multidisciplinary nature of many of NC State’s Investment Priorities and the emphasis on engagement, economic development, global perspectives, and external partnerships in the five focus areas.  Many of these goals will require that NC State faculty develop new skills and perspectives.  The working group recommends that any assessment of faculty development include analysis of the implications of the Mission Statement, Strategic Plan, and five focus areas in order to improve future faculty development efforts.  

II. Meeting the Goals of Faculty Development

In order to identify the alignment of current faculty development activities with the university’s mission and any gaps in how NC State is supporting faculty growth in support of its mission, the working group analyzed the responses to the questionnaires sent to colleges and to offices providing support for faculty development, responses to the 2006 Faculty Well-Being Survey and the COACHE Survey of Tenure-Track Faculty, and data on Off-Campus Scholarly Assignments.  

A. Responses to Working Group’s Questionnaires

The working group received responses to its questionnaire on faculty development activities from eight of ten colleges and from 20 institutional divisions or offices. (See Appendix A.) The responses demonstrate that a wide range and large number of faculty development workshops, grants, and other support are available.  These include the following:

· Teaching: Workshops, grants, and other support for teaching and learning and course development provided by the Faculty Center for Teaching and Learning (FCTL), the Campus Writing and Speaking Program, the First-Year Inquiry Program, the Center for Excellence in Curricular Engagement (CECE), and several of the colleges 

· Teaching and Learning with Technology: Workshops, grants, and other support provided by DELTA, the Teaching and Learning with Technology Roundtable, the Libraries, and others 

· Research: Support for faculty research including internal grants and assistance with grant proposals provided by the colleges, Sponsored Programs & Regulatory Compliance Services (SPARCS), and Extension, Engagement and Economic Development (EEED) 

· Other Areas of Faculty Responsibility: Support for faculty in engagement (CECE and EEED), in internationalization (Office of International Affairs, Office of International Services, Study Abroad Office), and as undergraduate advisors (Office of Advising Support, Information and Services)  

· Diversity: Programs and support for female faculty, faculty of color offered by the Office of Diversity and African American Affairs and the Office of Equal Opportunity for faculty members, departments, and colleges

· Specialized Support: Workshops, information, and other resources available to faculty members and departments from the Office of Assessment and college assessment officers, the Office for Equal Opportunity, SPARCS, and the Office of Legal Affairs; New Faculty Orientation offered by the Colleges of Engineering and Physical and Mathematical Sciences and the Office of the Provost; information sessions on the RPT process for faculty offered by the Office of the Provost

· Leadership Development: Workshops and other support for department heads, faculty leaders, and others provided by several colleges, the Shelton Leadership Forum, and the Office of the Provost  

· Management and Personnel Systems: Training and other support for academic and non-academic leaders provided by Human Resources

Given the number and diversity of activities reported through the questionnaires, it is challenging to assess whether NC State is providing enough of the right programs to support faculty in their multiple roles.  Gaps identified by the working group are discussed in this report and included in the working group’s recommendations.  However, the working group believes that further assessment of how well NC State is meeting faculty development needs will be required before any substantive expansion or revision of programming or funding.    

B. Faculty Well-Being Survey

Responses to the 2006 Faculty Well-Being Survey (FWBS) suggest several gaps in faculty development support at NC State.  (http://www2.acs.ncsu.edu/ UPA/survey/faculty/index.htm)  In Section G, Faculty Support and Professional Development, survey respondents report that they were satisfied or very satisfied (mean of 3 or above) with access to some faculty development resources and opportunities, including the following:

· learning technologies in classrooms 

· opportunities to participate in workshops, seminars, etc. to improve 

teaching

· training and support for using learning technologies

· availability/access to materials through NC State Libraries

However, survey respondents reported that they were dissatisfied or very dissatisfied (mean below 3.0) with the following:  

· perceived gap between institutional support and rewards for efforts to be innovative in teaching, research and scholarly activities, creative artistry and literature, extension/engagement/economic activities 

· support services:

· pre- and post-award support for grant/contract-related activities from the college and university

· access to graduate teaching and research assistants

· leadership development opportunities on campus

· support for technology transfer

· available financial resources:

· opportunities for temporary teaching load reduction for scholarly/professional growth 

· funds to attend professional workshops and conferences on teaching

· funds to present scholarly work at conferences

· opportunities and  financial support for scholarly or other professional leave activities

In addition, a relatively high percentage of Assistant Professors and Instructors (40%) reported that they were not assigned a formal mentor when they first came to NC State. 

The group also reviewed responses to the open-ended questions in Section G of the survey related to professional development (edited by the chair to remove any information identifying respondents).  Responses to question N11 (“best thing about working at NC State”) contain many references to opportunities for professional growth and development, including library resources and support, funds for professional travel, access to technology, and support for research development.  However, responses to question N12 (“biggest concern about working at NC State”) elicited repeated references (often in contrast to the satisfaction expressed in N11) to a lack of administrative/ clerical/ research support, too much institutional “busywork” and red tape, a lack of rewards for teaching excellence, and inadequate budgets for department operating expenses, professional travel, and research leaves.  Many responses to question N13 (“suggestions for improvement at NC State”) address these same concerns. 

The professional development issues raised by the Faculty Well-Being Survey are primarily resource issues, including support services (ranging from assistance with grants and more support for complying with reporting requirements to more access to teaching and research assistants) and direct financial support (in such areas as load reductions, off-campus scholarly assignments, and travel funds).   The working group recognizes that while important resource issues are raised by the survey, others might be addressed through more efficient, integrated, and targeted use of existing resources to address faculty members’ professional development needs. The group looks forward to the work of the recently established Administrative Advisory Committee on Faculty Well-Being in ensuring further study and action to address these issues.  The working group recommends that adequate support services and direct financial support be included in any plans for achieving the goals of faculty development on campus, including those raised by the Faculty Well-Being Survey.  
C. COACHE Survey of Tenure-Track Faculty

In 2005-2006, NC State participated in the Collaborative on Academic Careers in Higher Education (COACHE) national survey.  The survey, developed at the Harvard Graduate School of Education and administered November 2005-January 2006 to full-time, pre-tenure tenure-track faculty, was intended “to further enlighten academic leaders about the experiences and concerns of fulltime, tenure-track junior faculty and to provide data that lead to informed discussions and appropriate actions to improve the quality of work life for junior faculty.”  Participating universities identify five peer institutions with whom their survey results are compared. (http://www2.acs.ncsu.edu/UPA/survey/reports/coache/COACHE.summary.report.htm)

The COACHE survey is organized around five themes: 

1. tenure

2. nature of work

3. policies and practices

4. climate, culture, and collegiality

5. global satisfaction

On the questions in the section on tenure, NC State faculty members were more satisfied than faculty at peer institutions.  In fact, NC State rated among the top four among 31 doctoral universities in the 2005-2006 survey on the tenure dimension.  However, compared to faculty at peer institutions, NC State responses in other sections of the survey were not as positive and merit further study and response in terms of support and development for early-career faculty.  

For example, in the section on “nature of work,” NC State respondents were less satisfied than faculty at peer institutions with a number of items, including the following:

· amount of time they have to conduct research

· influence they have over the focus of their research

· quality of facilities

· access to graduate assistants 

· access to clerical/administrative services

· quality of teaching services

In the section on “policies and practices,” NC State junior faculty reported an “effectiveness gap” (the difference between the policies and practices that faculty rated as important to their success and ratings of their effectiveness at NC State) for these items:

· childcare

· spousal/partner hiring

· professional assistance with obtaining externally funded grants

· paid or unpaid research leave during the probationary period

· financial assistance with housing

Three of these five “effectiveness gaps” relate to issues of work/life balance.  NC State faculty were less satisfied than their peers on other questions related to work/life balance, including whether the institution does what it can to make having and raising children and the tenure-track compatible and whether their department does what it can to make raising children and the tenure-track compatible. 

On questions related to “climate, culture and collegiality,” NC State faculty were more satisfied than their peers with such items as the interest senior faculty take in their professional development and the feeling of unity and coherence among faculty in their department but less satisfied with the amount of professional and personal interaction with junior colleagues in their departments and the feeling of unity and coherence among faculty in their college.   

The COACHE survey results parallel many of the findings from the Faculty-Well Being Survey.  Asked to select from a list the best and worst aspects of working at NC State, tenure-track faculty NC State faculty frequently chose “worst aspects” related to support for their work as faculty members: lack of support for research, quality of facilities, and too much service/too many assignments.  

However, the COACHE survey focuses particularly on dissatisfaction with NC State’s efforts to help junior faculty balance their careers with personal and family responsibilities.  NC State has a number of programs and policies to assist faculty and staff with work-life concerns.  In addition, NC State has committed to supporting daycare for a limited number of faculty and staff and is developing a feasibility study for raising funds to build a campus daycare facility.  However, many faculty are either not aware of NC State’s efforts (which should be more prominent in NC State publications and on a newly designed faculty development web page) or are not satisfied with current efforts. The working group is pleased that many of these issues are being addressed by the Task Force on Faculty Gender Diversity and will be addressed by the Administrative Advisory Committee on Faculty Well-Being, currently being established.  The working group recommends that NC State continue efforts to provide resources and support to enable faculty to balance their work and personal responsibilities (particularly family care). 

D. Accessing available resources

Before initiating new development programs, an urgent need at NC State is to provide more effective ways for faculty members, department heads, mentors, and others to locate information about faculty development programs that already exist.  The working group examined web pages from a number of institutions that have attempted to provide easy access to a comprehensive set of faculty development programs, services, and resources.  While information similar to the information on these sites is available on NC State’s web site, it is not easily accessible nor organized in ways that correspond to faculty members’ typical questions; many of the NC State sites are impersonal in tone and not apparently designed with the needs of faculty in mind, particularly faculty new to the campus or non-tenure-track faculty, who may not receive information about faculty development opportunities through their departments or colleges.  

Indicative of the difficulty in finding useful faculty development information on NC State’s web page is the fact that the “Faculty and Staff” link on the home page leads to an “Employee Resources” page (http://ncsu.edu/faculty-and-staff/employee-resources/index.php) that mixes links to the Bookstore, ARTS NC State, and non-credit courses offered by the McKimmon Center with a few links to faculty development programs: the Faculty Center for Teaching and Learning, the Office of Technology Transfer, and SPARCS.  As members of the working group learned in attempting to locate resources for faculty development on the NC State web site, faculty must access as many as a dozen separate web sites to identify important resources and opportunities for development.  While the features on “My Pack Portal” are a good first step toward allowing faculty to manage useful web links, NC State’s site does not provide useful and welcoming access to faculty development resources and opportunities. 

The working group was particularly impressed by the following sites:

Indiana University-Purdue University Indianapolis (IUPUI)

Office of Professional Development

http://www.opd.iupui.edu/Why IUPUI 
Faculty Electronic Portfolio 

Deans and Chairs Development 

Procedures for Hiring and Appointing Academic Staff 

Academic Policies, Procedures and Benefits 

Faculty Awards 

Curriculum 
Promotion and Tenure 

About AFO 

Request a Consultation 
AFO listserv 

IUPUI Resources 

Awards 

Associate Faculty Conference 

Employment 

University of Wisconsin 


Information for Faculty and Staff

http://www.wisc.edu/facstaff/ 

"My Professional Development" portal

http://www.myprofdev.wisc.edu/ 

University of Massachusetts, Amherst


Office of Faculty Development

http://www.umass.edu/ofd
The working group found the University of Massachusetts’ Office for Faculty Development site to be a particularly good model for an enhanced NC State faculty development web page.  It clearly communicates the supportive role the Office plays in assisting a diverse

 faculty in a variety of roles:

The Office of Faculty Development (“OFD”) supports faculty in their roles as scholars, teachers, and members of the University and wider community. Its mission is to assist new and underrepresented faculty develop and advance their careers, particularly as they work toward tenure and promotion, while supporting activities that showcase the experience and expertise of faculty at every career stage – early, mid-career, and senior.

The major sections on the site are comprehensive:\

· Getting Started [on campus and in the community]

· Enhancing Your Teaching

· Enhancing Your Research

· Negotiating Tenure

· Balancing Work/Life

· Professional Networking

Each of them provides links to policies, practices, and resources in a user-friendly way and organizes information around questions faculty are likely to bring to the site.  For example, “Enhancing Your Teaching” lists the following questions, with links to relevant campus resources:

· What resources are available to help me develop as a teacher? 

· What resources are available to help my students with their learning? 

· If I want to use multimedia in my teaching, what resources exist across campus? 

· How do I manage my course(s), e.g. roster, schedules, grades, etc.? 

· How do I put course material on reserve? 

· How and when do I put together a course pack for my class? 

· How do I establish a text for my class? What are the best book stores? 

· What is the University’s policy on academic dishonesty?  What are my options if I suspect a student has cheated? 

In examining other institutions’ web pages, the working group noted that the IUPUI web page has a site and specific resources designated for Associate Faculty (e.g., part-time faculty).  The University of Wisconsin’s "My Professional Development" portal is a promising model that allows faculty to customize their use of web site resources by registering “to create a personal profile indicating the kinds of learning opportunities in which you are interested” (http://www.myprofdev.wisc.edu/).  

Improving access to faculty development information on a newly designed web page incorporating many of the features found on other institutions’ web pages should be a first step in improving faculty development at NC State.  The new page should include features that allow faculty to receive information on areas of their interest through listserves and other features.  It should also invite faculty members, department heads, mentors, and others to request resources and activities to meet faculty members’ individualized and changing needs, perhaps through a faculty_development@ncsu.edu email address. 

The working group recommends that NC State develop a comprehensive web site dedicated to the needs of faculty that is easily accessible from the campus home page and organizes available information in a usable way according to faculty needs.  

E. Off-Campus Scholarly Assignment

The Off-Campus Scholarly Assignment policy is NC State’s equivalent of a sabbatical policy.  Because sabbatical leave is not included among the types of leave available to faculty under state and UNC Board of Governor’s policies, NC State and other UNC institutions have developed a variety of policies on reassigned time for faculty that provide support for releasing faculty members from their on-campus responsibilities for a year or a semester to pursue specific scholarly activities and projects.  

The working group received reports developed for the Academic Affairs Committee of the NC State Board of Trustees on approved Off-Campus Scholarly Assignments, 2002-2006. The number of off-campus scholarly assignments approved from 2002-2006 ranged from 38 to 48 per year.  This number represents a small percentage of the number of tenured faculty; for example, 4.4% of tenured faculty were awarded these assignments in 2004-2005 and 4.6% in 2005-2006.  (A summary of the number of approved off-campus scholarly assignments for 2002-2003 through 2005-2006 is included in Appendix D. Although these reports are a useful indicator of the opportunities provided to NC State faculty for sustained professional development, the Board of Trustees committee no longer requires them.)  

The UNC system “Guidelines on Reassigned Time for Faculty” point out that such an assignment is not “an entitlement based upon length of service but is granted on the merits of the individual proposal upon the recommendation of the appropriate committees and administrators” (http://www.northcarolina.edu/content.php /legal/policymanual/uncpolicymanual_300_2_6g.htm).  Colleges and departments are responsible for selecting and compensating faculty receiving these assignments and for covering the costs of replacement; compensation is generally 50% of salary for a yearlong assignment and 100% of salary for a semester assignment. High replacement costs and the requirement in some colleges and departments that faculty obtain external support to compensate them during their scholarly assignments probably account in part for the limited number of Off-Campus Scholarly Assignment approved each year.  In addition, the very title “Off-Campus Scholarly Assignment” suggests an antiquated sabbatical model of a semester or year away from campus and home that may not reflect the way most faculty actually use these assignments, particularly faculty in dual-career couples and with family responsibilities.  Because these assignments provide faculty with sustained time for research, writing, or other scholarly activities, they are an important component of faculty development.  The small number of faculty obtaining these assignments probably places NC State faculty at a disadvantage compared to those at peer institutions.   

In addition to the small number of Off-Campus Scholarly Assignments awarded each year, NC State is also disadvantaged compared to many peer institutions by the absence of a policy to regularly provide reassigned time for scholarship for tenure-track faculty, an “effectiveness gap” (important but ineffective) identified by NC State respondents to the COACHE survey.  

The working recommends that the Office of the Provost continue collecting data on Off-Campus Scholarly Assignments in order to assess NC State’s support for scholarly and professional development compared to its peer institutions.  The group also recommends that NC State revise the Off-Campus Scholarly Assignment regulation to ensure that the program is structured in a way that encourages faculty to apply, and that the university establish a goal to provide reassigned time to tenure-track faculty for scholarly activities.  

III. Recognizing the Institutional Context 

Attempts to assess faculty development at NC State cannot be undertaken without acknowledging two important features of the institution: 

· its traditionally decentralized environment, with some responsibilities for faculty development assumed by the university and some assumed by the colleges

· its mission and status as a leading research and land-grant institution

A. Decentralized Environment

Although the division of responsibility is not always well defined, generally NC State colleges have accepted responsibility for supporting faculty development in discipline-related teaching, research, and service, while the university has accepted responsibility for supporting faculty involved in institutional-level initiatives. The working group recognizes that one of NC State’s strengths lies in faculty members’ strong identification with their colleges, departments, and disciplines and that institutional faculty development programs should complement rather than compete with or duplicate activities within the colleges.  However, evidence of faculty dissatisfaction with some shared areas of institutional- and college-level responsibility argues for better coordination of support for faculty development. 

The decentralization of faculty development at NC State is reflected in a number of programs. One is New Faculty Orientation.  For the past seven years, the Colleges of Engineering and Physical and Mathematical Sciences have organized an orientation program for their newly hired tenured-track and non-tenure-track faculty members.  In 2006, the Office of the Provost, in conjunction with the FCTL, offered an orientation program in conjunction with these two colleges.  For 2007, the orientations were separated, with Engineering and PAMS providing a program for their faculty and the Provost’s office offering an orientation for faculty from the other colleges.  

Colleges and departments provide some orientation for non-tenure-track faculty members, but they generally do not receive any orientation to the institution and the resources available to them and their students.  Non-tenure-track faculty could also be included in the university-level orientation or a separate orientation program for non-tenure-track faculty could be developed, accommodating the schedules of part-time faculty members.

The working group recommends that New Faculty Orientation be coordinated between college and university-level programs, and that, regardless of whether orientation is primarily organized by new faculty members’ colleges or the Office of the Provost, NC State should ensure that new faculty members receive an appropriate, high quality orientation to the university and to their colleges. The working group also recommends that the Office of the Provost investigate the possibility of an orientation program for non-tenure-track faculty members.

Another decentralized area of faculty support and development is research services, which are shared between the colleges and the Division of Research and Graduate Studies.  The potential for gaps in support between these two levels of responsibility is highlighted in responses to the Faculty Well-Being Survey and the COACHE survey that indicate a lack of satisfaction with pre- and post-award support for grant and contract-related activities at both the college and university levels.  The working group recommends that college and university research offices work together to identify and fill gaps in support for research and to increase the effectiveness of support services.

Small-grant programs offered by a number of university-level programs further reflect NC State’s decentralization.  (A summary of grant programs offered by university-level programs in included in Appendix E.)  Seed grants and other grant programs offered by such offices as the FCTL, DELTA, LITRE, Office of International Affairs,  Research and Graduate Studies, and EEED are intended to support faculty development in areas of university priority which college and departmental disciplinary funds may not be sufficient to support, areas such as integrating technology into teaching and learning, developing innovative teaching methods, internationalization, multidisciplinary research, and engagement. As in other aspects of faculty development, however, there is little coordination among programs that offer faculty development grants and little assessment or accountability in some programs for the outcomes of this funding.  The working group believes that these programs provide important support for innovative activities that faculty undertake in support of NC State’s institutional goals; however, coordinating these funds in support of larger-scale programming might increase their impact in support of university goals.  The working group recommends that the effectiveness of seed grant programs be assessed and that these funds be considered in any plan to more effectively deploy faculty development resources.

Many of the investment priorities and distinctive institutional characteristics identified in the Strategic Plan and the five focus areas, such as integrating multiple disciplines, require support for excellence both within and across disciplines; such goals imply a new vision for faculty development and support that cannot easily be assigned either to the college or the university level.  Similarly, the proposed General Education Program includes a number of areas, such as the inclusion of interdisciplinary requirements and multidisciplinary “themes” which, if approved, will require both disciplinary and interdisciplinary faculty development.  The working group recommends that plans for appropriate faculty development be included in plans for implementing new institutional goals and programs such as the five institutional focus areas and the proposed General Education Program.


B. Alignment of Faculty Development with NC State’s Mission

The Mission Statement, Strategic Plan, and other institutional documents are explicit about NC State’s aspirations to be a first-class research and land-grant university. The research mission is important not only for the university’s reputation but also for faculty and graduate student recruitment and obtaining state and other extramural funding to achieve the goal of  “leadership for intellectual, cultural, social, economic, and technological development within the state, the nation, and the world,” as expressed in the Mission Statement.  The importance of research and scholarship, particularly the scholarship of discovery, however, does not preclude supporting and rewarding other areas of faculty responsibility and other types of scholarship, including the scholarship of teaching and learning and the scholarship of engagement.  The Reappointment, Promotion, and Tenure regulation includes this important statement:

Creative scholarship in all of the . . . six realms of faculty responsibility is valued and rewarded by NC State University. Scholarly contributions in an appropriate mix of these six realms must be—both in fact and in faculty perceptions—the principal criteria for decisions about faculty reappointment, promotion, and tenure. The nature of the "appropriate" mix is defined by each academic unit's Reappointment, Promotion and Tenure [RPT] rule and agreed upon in each faculty member's Statement of Mutual Expectations [SME]. 

Responses to the Faculty Well-Being Survey and to the working group’s questionnaires as well as comments made during the working group’s interviews express concern that NC State does not sufficiently encourage, support, and reward scholarship other than the scholarship of discovery.  Many respondents noted that faculty members do not participate in faculty development activities in teaching or engagement because they are not encouraged or rewarded.  

These perceptions are not unique to NC State among research universities.  However, NC State’s departmental RPT rules and SMEs address teaching and engagement as well as research and articulate the expectations by which faculty will be evaluated and rewarded in all areas of  faculty responsibility.  Since rewards are tied to the outcomes of faculty development activities rather than participation alone, one goal of every provider of faculty development should be to assist faculty in articulating how faculty development activities support the roles described in their SME and contribute to departmental and institutional expectations.  

The Plan for Professional Development can be a particularly important document in this regard (http://www.ncsu.edu/policies/employment/epa/REG05.20.16.php). This regulation requires each faculty member to develop a plan, although compliance with the regulation and the extent to which the plans are “living documents” that help faculty members and department heads agree on appropriate professional development activities and resources appear to vary among departments.  Although the working group does not recommend “enforcing” the completion of these plans as yet another document required by institutional regulation, the group sees potential in using these plans as a companion document to the SME, revised periodically to identify development activities faculty members and department heads believe are useful and the support and resources needed to help faculty meet and exceed departmental expectations.  Faculty development programs would find summary information from these plans helpful in designing activities that can be explicitly linked to faculty members’ SMEs.  The working group recommends that the Faculty Senate, the Office of the Provost, the deans, and department heads collaborate in finding ways to make the Plan for Professional Development more helpful and relevant to faculty success. 

IV. Meeting the Needs of a Diverse Faculty

A. Aligning Faculty Development with Diverse Faculty Needs

The working group considered a number of ways in which faculty could be classified in order to identify the development needs of particular sub-groups, including career stage (early-career, mid-career, and senior faculty), demographic categories (gender, ethnicity, family status), and tenure status (tenure-track, tenured, and non-tenure-track), as well as special groupings such as international faculty and academic leaders.  With the exception of early-career faculty, whose needs are addressed in activities such as New Faculty Orientation, the working group found that campus faculty development activities are typically not targeted toward faculty at particular stages of their careers.  Some of the particular challenges faced by groups of underrepresented faculty, including women and ethnic minorities, are being addressed by programs offered through the Office of Equal Opportunity and the Office of Diversity and African-American Affairs.  The needs of non-tenure track faculty are not being intentionally addressed; although they are not excluded from most faculty development activities, no specific programming acknowledges the narrowly defined job responsibilities of many non-tenure-track faculty or the fact that they are often on campus for limited periods, often after campus offices are closed.  

While the working group has not developed specific proposals for meeting the needs of various subgroups of NC State faculty, it recognizes that they may have special development needs.  The working group recommends that the needs of faculty based on career stage, demographic categories, tenure status, etc., be assessed and that appropriate programming be provided to meet their needs.
B. Innovative Delivery of Faculty Development Activities

The working group found that most faculty development activities at NC State are still offered face-to-face during regular campus working hours in traditional formats that may not meet the needs of today’s faculty.  Respondents to the working group’s questionnaire frequently cited lack of time as a barrier to faculty involvement in development activities (See Appendix A.) Changing the model of some faculty development programs from “just in case” to “just in time” might lead to more innovative programming and delivery, including desk-top access to live or archived workshops, webinars, and “five-minute workshops” addressing specific needs in research, teaching, or engagement.  DELTA, for example, offers a number of resources on-line.  Such delivery methods will facilitate collaboration in the development of faculty development programming with other UNC campuses or peer institutions, since participation by NC State faculty would not require travel.  Given the pervasiveness of technology at NC State and the difficulty many faculty face in finding time to attend workshops, the working group recommends that faculty development providers develop methods for delivering programming that is accessible to faculty regardless of time and location. 

C. Building a Sense of Community

The working group discussed the potential of faculty development activities for building a sense of community and collegiality on a large and diverse campus such as NC State.  Although campus events that bring faculty together across career stages and disciplines can contribute to these important aspects of campus culture, past NC State programs such as the Hewlett project to develop "Inquiry Guided Learning" offer particularly good opportunities for integrative and interdisciplinary professional development that builds collaboration and community.  Funded by the Hewlett Foundation, two projects were designed to better prepare students to pursue serious inquiry within their majors: Inquiry Guided Learning (IGL), which addressed selected courses in the General Education Program, and the Campus Challenge, which addressed curricular transformation opportunities in the major.  The IGL program brought together fifty Hewlett Faculty Fellows from across campus to explore ways to incorporate IGL strategies in their own courses and ways to join General Education with research.  (See http://www.ncsu.edu/firstyearinquiry/ history/history.htm)  The Campus Challenge brought ten departmental teams together to transform curricula in the major.  These projects provided participating faculty with opportunities to engage with others outside their colleges and departments to discuss intersections among General Education, the majors, and faculty research. Given the multidisciplinary thrust reflected in the university’s Strategic Plan, NC State’s five focus areas, and the proposed General Education Program, the working group recommends that NC State secure external funds or consider redirecting existing funds to undertake projects similar to the Hewlett model to encourage collaboration, enhance collegiality, and build community across colleges.   
D. Mentoring and Career Advising

The working group discussed the importance of mentoring for early-career faculty as well as for other faculty facing career transitions.  Many new faculty members expect to be involved in either a formal or informal mentoring relationship and attest to the value of opportunities to interact with more experienced colleagues.  The working group believes that mentoring programs for beginning faculty are best managed by departments and colleges but notes that 40% of Assistant Professors and Instructors responding to the Faculty Well-Bring Survey indicated that they were not assigned a formal mentor when they first came to NC State.  The university has a responsibility to ensure that colleges and departments develop mentoring programs that are informed by proven best practices, perhaps by providing opportunities for deans and department heads to learn from successful campus mentoring programs.  

There may also be an opportunity for the university to facilitate a broader concept of mentoring addressing faculty needs outside the department or related to particular career transitions throughout faculty careers.  The career advising program developed by the University of Michigan NSF ADVANCE project is an interesting example; it is designed to encourage “the exchange of information and perspectives between more and less experienced people who share a role or interest.” (See http://sitemaker.umich.edu/advance/career_advising)  The program provides advising to faculty, particularly women faculty in the sciences, beyond traditional mentoring programs that establish long-term relationships focusing on introducing new faculty members to the discipline or institution.  The Michigan program includes a coordinator who handles requests to establish career-advising relationships (which may or may not be long-term) and provides a number of resources on career advising for junior and senior faculty members.  

At the University of Massachusetts, the Office for Faculty Development’s Mutual Mentoring Initiative, supported by a grant from the Andrew W. Mellon Foundation, is “a campus-wide faculty development initiative that seeks to address . . .  challenges [to new and underrepresented faculty] through mentoring – widely regarded as the key to successfully supporting, developing and retaining new and under-represented faculty. The Mutual Mentoring model encourages the development of a network of multiple, diverse mentors (peers, near peers, tenured faculty, chairs, administrators, librarians, students, etc.) who engage in a wide variety of mentoring approaches (one-on-one, group, online).” (http://www.umass.edu/ofd/initiative.htm)  The working group found the Mutual Mentoring Initiative’s focus on multiple sources of mentoring on campus an attractive model.  Such a program at NC State might meet the need for “just-in-time,” targeted interaction among all faculty members on specific career-development issues or challenges, such as the transition from the faculty to administration or the transition into retirement.  The working group recommends that any assessment of faculty development needs at NC State include consideration of mentoring and career-advising programs for early-career and other faculty.  

E. Leadership Development

The need for leadership development opportunities for faculty and department heads emerged in the Faculty Well-Being Survey and the working group’s interviews as an important development issue.  While some programming for department heads and other academic leaders is available on campus and some colleges offer leadership development programs for their faculty, NC State should consider a more comprehensive model for leadership development for administrative and faculty leaders, focusing on the skills and knowledge necessary not only for administrative leadership but also for leading college or university initiatives, governance groups, and large and complex research centers and other grant-funded programs.  Leadership development for current and prospective center directors has been identified by the Division of Research and Graduate Studies as an important need not currently being met by leadership programs on campus.  The working group recommends that any assessment of faculty development needs at NC State include comprehensive leadership development for faculty and administrators.  

V. Organizing faculty development at NC State 

The working group discussed at length possible models for organizing faculty development efforts on campus, taking into consideration the decentralized nature of NC State, the need for better coordination and communication about existing development activities, the need to more fully assess where the gaps may be in current programs and resources, and ways to ensure that faculty development remains a high priority for the university as it undertakes the initiatives in the Strategic Plan and five focus areas.  

Questionnaires and interviews with faculty and administrators who are or have been involved in faculty development suggested several issues that a new organization should address.  Others were raised by members of the working group.  The working group identified these organizational issues:

· the importance of a key position responsible for faculty development, preferably reporting to the Provost; responsibility for faculty development has varied in recent years, from an Associate Vice Provost for Faculty Development to the FCTL director and other program directors reporting to the Senior Vice Provost 
· the lack of coordination among the many offices, programs, and colleges providing faculty development activities and the need to find better ways to collaborate across campus and with other institutions, including other UNC campuses

· the perceived limitations of the Faculty Center for Teaching and Learning, including a focus on teaching and learning to the exclusion of other areas of faculty responsibility and on “faculty,” which has been interpreted to exclude outreach to graduate students and non-tenure-track faculty 

· the need for 

· further assessment to identify gaps in faculty development at NC State and more effective ways to deploy current resources 

· better access to information about faculty development in a faculty-centered and user-friendly way

· a forum to discuss campus-wide development needs, consider new programs from a broad campus perspective, and advise campus leaders on the most effective investments to support university initiatives and goals 

· a comprehensive center for faculty development to coordinate support for the full range of faculty responsibilities, including the important programs and services to support teaching and learning provided by the Faculty Center for Teaching and Learning along with support for teaching and learning with technology, research and scholarship, and extension and engagement.  

· a range of revenue sources to support faculty development activities

Based on its research and discussion, the working group recommends that NC State:

1. 
establish the position of Vice Provost for Faculty Development reporting 

to the Provost.  The Vice Provost should be responsible for follow-up on the recommendations of the working group, including assessing needs, outcomes, and resources, coordinating programming, and establishing  an administrative structure to support the range of faculty development activities on campus 

2. 
establish an Advisory Committee on Faculty Development chaired by the Vice Provost and made up of faculty members who could undertake assessments of faculty development needs, outcomes, and resources and recommend new or restructured programs

3.
schedule regular meetings of the Provost and Executive Vice Chancellor with the Vice Chancellors for Research and Graduate Studies and Extension, Engagement, and Economic Development and with the deans to consider recommendations from the Advisory Committee on Faculty Development on how best to array faculty development programs and resources  

4. 
charge the Vice Provost with developing and managing the comprehensive faculty development website and with developing communication strategies to better promote faculty development opportunities on campus

5. 
establish a comprehensive Center for Faculty Development that should 

· broaden the focus of the current Faculty Center for Teaching and 

Learning 

· serve as an umbrella for faculty development programs within Academic Affairs

· coordinate activities with other divisions and the colleges 

· report to the Vice Provost for Faculty Development

· be staffed by a director and other faculty development experts who should have a variety of disciplinary expertise and develop programming in coordination with the colleges and other offices on campus

6.
establish a Faculty Development Operations Council, chaired by the Vice Provost for Faculty Development and comprised of representatives from the colleges, campus faculty development programs, and offices providing support services to faculty.  The Council should meet periodically to share plans and information, develop collaborations, and serve as a resource for the Vice Provost, the Advisory Committee on Faculty Development, and the Center for Faculty Development.

7. 
charge the Vice Provost, the Advisory Committee, and the Operations Council with developing plans to assess the impact of faculty development programs and resources and using the findings to improve their effectiveness 

8. 
charge the Vice Provost, the Advisory Committee, and the Operations Council to identify possible external resources to support faculty development on campus. 

VI. Conclusion

The working group believes that its recommendations will create a new model for  leadership of faculty development involving a variety of campus constituencies and encouraging more collaboration across campus.  The recommendations will ensure that decisions about resources rely on assessment of needs and outcomes for the whole range of faculty responsibilities at NC State.  Finally, the recommendations ensure continuing recognition of the importance of faculty development at NC State both for individual faculty members and for the institution, linking it to existing reward structures and to the university’s mission and strategic goals and ensuring its continuing role as a leader in innovation for the state, the nation, and the world.   
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