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Abstract

This study examined the effect age and gender have on the willingness of faculty in institutions of higher education to participate in professional development activities. Participants for this study were limited to 58 full time faculty members teaching at a private liberal arts college in Southern New York. Thirty six males (62.1 percent) and 22 females responded. Faculty was broken into three different age groups: 25-40; 41-55; and 56+. Professional development was determined by 14 survey items, 7 present and 7 desired conditions. A t-test and a one-way ANOVA were used to determine the effects of age and gender on participation in professional development activities. The survey found that age is not related to whether faculty is participating or would like to participate in such activities. With regard to gender, females are participating in more professional activities than males. However, there was no significant difference in desire for professional activity involvement by gender. Althought when frequency analysis was perfomed on the 14 items,, ~75 % females showed interest in participating on international conferences contrasting with only 20% of males.
Purpose

The purpose of this study was to examine how higher education faculties react to opportunities for involvement in professional development activities. Whether gender and age impacted higher education’s faculty views about professional development activities was also explored. A college faculty member is exposed to an ever evolving myriad of instructional technology and college faculty with limited skills in technology may face the prospect of having to accept and utilize many new devices and methods if they are to properly fulfill student needs.

Several research questions were formulated to guide the study: At what age range do higher education faculties alter their interest for professional advancement? Do these changes affect male and female faculty differently? In what professional development activities are the faculty and college involved and what are the desired future professional development activities?

Setting

Setting for the study was a private, liberal arts college on Long Island in Southern New York State, with 131 total faculty, of which more than 90 percent have the highest degree in their field. Original data was taken from Tim Kelly’s dissertation (2005). The majority of students at the college commute from nearby communities on Long Island. 

Theoretical Framework

An effort to improve, upgrade or impart new skills to faculty and afford opportunities for involvement in professional activities is ongoing in higher education. Included in this effort are workshops, information sessions, and support by phone, e-mail or in-person (Guskey, 2000). Meyer and Schranz (1997) advised that some faculty members are resistant to technological innovation and refused to take the time and make a commitment that was necessary to become proficient in the new technology available to them. The adoption of instructional and communication technologies by the seasoned academic is advantageous because it opens up new venues for communicating with students and colleagues, using online course management systems, e-mail, and other delivery systems. These technology skills contribute to the marketability of a college professor (Duderstandt & Womack, 2003). Management needs to encourage faculty to adopt the learned skills in the classroom and training and support need to be provided on an ongoing basis. Gaff (2007) found, “There have been too few efforts among administrators to bring faculty members into the national dialogue about improving the quality of education; to inform them of innovations that promote more active, collaborative, and experiential approaches to teaching and learning” (p. 9). Faculty members also have the opportunity to utilize these additional training and professional development opportunities to advance their own institutions and engage students (Gaff, 2007). Workload and time out of the classroom are ongoing concerns of higher education faculty. Garcia (2007) believes that professional development is a continuum of lifelong learning and many researchers have found that professional development needs to become a regular piece of faculty development. Freese (2006) believes “Teacher development and learning require problem identification and problem solving through continuous reflection and professional inquiry into one’s practices” (p.102). The ability to bring this additional professional development back to the institution and share with co-workers facilitates cooperation with colleagues (Garcia, 2007). For faculty staying abreast of industry changes requires connectivity to the non-academic world (Inhofe Rapert, Kurtz & Smith, 2002). Diversity in faculty skills is paramount to future growth: “One way in which we may effectively perform in the future is to carefully select the outside activities we pursue so that they become professional development activities rather than just interesting hobbies” (p. 166).

As the current generation of higher education leadership and faculty age, population trends indicate a dearth of emerging leaders to fill the gap. This trend is occurring as the leadership expectations of higher education institutions are rapidly evolving and changing. (Austin, 2002). VanDerLinden (2004) calls this lack of future leadership, especially in community colleges, a crisis and sees a solution in the utilization of professional development activities to train and guide future female leaders. VanDerLinden (2004) believes, “The current leadership crisis facing community colleges may provide opportunities for women to advance and to play a significant role in shaping this sector during the 21st century” (p. 20). All leaders should be rewarded for participating in additional activities to stay up to date on burgeoning technology, industry changes or just to network and learn from their peers. However, professional development activities are considered differently by organizations and are defined broadly to include wellness, stress management, further education, skill building, and even networking (Wallin, 2002). In a survey issued by the Community College Leadership Development Institute (CCLDI) educational leaders defined 12 different professional development areas of need including communication skills, planning, ethics, diversity, external environment and history and mission (CCLDI, 2001). In her 2002 survey of college presidents, Wallin (2002) found that leaders believe attendance at state and regional conferences, national conferences, president’s meetings, and state and local leadership forums are the best ways to nurture and expand their leadership skills. “The most useful professional development activities are those where they share their experiences and are able to ask questions among a group of colleagues operating under a similar structure and governance” (p. 36). The survey respondents listed time constraints as the biggest obstacle. 

Data Analysis

As part of a Tim Kelly’s dissertation (2005), a survey was mailed to all of the 131 faculty members of the college. At the end of the return period, a total of 70 were returned, 58%. Of the 70 returned survey, 12 was eliminated for reasons of missing information and 58 were kept and accepted as usable for the purposes of the study. This survey was structured with 47 questions and a five point Likert scale was utilized and structured for responses as: 1. Never use; 2. Rarely use; 3. Occasionally use; 4. Often use; 5. For the purpose of this study, we will focus on seven items regarding professional development (See Tables 6 and 7).

Table 1 illustrates that, of the respondents, 62 percent were male and 38 percent female. Forty three percent reported being over the age of 56; 38 percent between 41 and 55; and 19 percent between the age of 25 and 40. In addition, the majority of the respondents, 34 percent, reported holding a rank of assistant professor, 33 percent associate professor, and 26 percent held the highest rank of professor. Faculty from the school of arts and science constituted 41 percent of the responses; while the school of education accounted for 38 percent; the school of business 15 percent; and the school of aviation 3 percent. The majority, 37 percent, reported teaching at the undergraduate level, 21 percent at the graduate level. 

Table 1 (Demographics of the sample used)

	Demographics
	n
	%

	Total Population
	131
	100.0

	Total Respondents
	58
	44.0

	SEX
	
	

	Male
	36
	62.1

	Female
	22
	37.9

	
	
	

	Age Group 
	 
	 

	25-40
	11
	19.0

	41-55
	22
	37.9

	55+
	25
	43.1

	
	
	


Research Question One

Is there a relationship between age range and faculty desired interest or current activities of professional development?
A univariate analysis of variance was conducted to assess the loss of interest for professional advancement in relation with faculty age.

Table 2 (Desired professional development activity by age)



Descriptive Statistics

Dependent Variable: Desired Professional Development 

	Age
	Mean
	Std. Deviation
	N

	1
	22.818
	6.063
	11

	2
	21.333
	5.695
	21

	3
	24.520
	7.704
	25

	Total
	23.018
	6.757
	57



Tests of Between-Subjects Effects

Dependent Variable: Desired Professional Development

	Source
	Type III Sum of Squares
	df
	Mean Square
	F
	Sig.
	Partial Eta Squared

	Corrected Model
	116.439(a)
	2
	58.220
	1.288
	.284
	.046

	Intercept
	26414.755
	1
	26414.755
	584.459
	.000
	.915

	age
	116.439
	2
	58.220
	1.288
	.284
	.046

	Error
	2440.543
	54
	45.195
	 
	 
	 

	Total
	32756.000
	57
	 
	 
	 
	 

	Corrected Total
	2556.982
	56
	 
	 
	 
	 


a  R Squared = .046 (Adjusted R Squared = .010)

Table 3 (Present professional development activity by age)


Descriptive Statistics

Dependent Variable: Present Professional Development 

	Age
	Mean
	Std. Deviation
	N

	1
	16.9091
	4.27679
	11

	2
	16.4286
	4.83292
	21

	3
	17.5600
	6.07646
	25

	Total
	17.0175
	5.26271
	57



Tests of Between-Subjects Effects

 Dependent Variable: Present Professional Development 

	Source
	Type III Sum of Squares
	df
	Mean Square
	F
	Sig.
	Partial Eta Squared

	Corrected Model
	14.771(a)
	2
	7.385
	.260
	.772
	.010

	Intercept
	14510.721
	1
	14510.721
	510.072
	.000
	.904

	age
	14.771
	2
	7.385
	.260
	.772
	.010

	Error
	1536.212
	54
	28.448
	 
	 
	 

	Total
	18058.000
	57
	 
	 
	 
	 

	Corrected Total
	1550.982
	56
	 
	 
	 
	 


a  R Squared = .010 (Adjusted R Squared = -.027)

Table 2 and Table 3 demonstrate that that there was no significant differences related to age on present professional development (p=.772) nor with desired professional development (p=.284). The groups stated an average of 2.43, showing that they are attending professional development activities mainly “rarely to occasionally” and on the desired level they would like to attend “occasionally to often” (M=3.28)

Research Question Two

Are there any differences between female and male factulty regarding their attitudes toward professional development (current and desired)?
An independent samples t-test was first conducted to examine the level of significance that exists between current and desired professional development between males and females. 

Table 4 (Level of significance in present professional development between male and female)

	Independent Samples Test
	
	
	
	
	
	

	Present professional development
	N
	Mean/7
	Std. Deviation
	Mean Difference
	t
	p

	
	
	
	
	
	
	

	Male
	36
	2.280
	0.770
	 
	 
	 

	Female
	22
	2.700
	0.650
	-0.412
	-2.100
	0.040


Table 4 demonstrates there is a significant difference between males and females on the present professional development (p=0.040). The mean difference shows that females are more active in present professional development activities than males. In general, males stated that they attended rarely (M=2.28), and females are on the range of “occasionally” (M=2.7)

Table 5 (Level of significance in desired professional development between male and female)

	Independent Samples Test
	
	
	
	
	
	

	Desire professional development
	N
	Mean/7
	Std. Deviation
	Mean Difference
	t
	P

	
	
	
	
	
	
	

	Male
	36
	3.130
	1.000
	 
	 
	 

	Female
	22
	3.520
	0.840
	-0.388
	-1.510
	0.135


Table 5 represents no significant differences between males and females and their desire to participate in future professional development activities (p=0.135). They are both in the range of “occasionally.”

To analyze these differences further, frequency analysis was conducted to see differences of present and desired professional development activity by gender. 

Table 6 (Detailed present professional development activity by gender)
	
	 MALE
	 
	FEMALE
	 

	
	SD+D
	SA+A
	SAD+D
	SA+A

	Present participation in college sponsored technology courses
	77.8
	5.6
	68.2
	29.8

	Present participation in college sponsored workshop
	75
	8.3
	66.7
	9.5

	Present participation in courses/workshop outside the college
	77.7
	11.1
	63.6
	18.2

	Present attendance regional or national conferences
	30.6
	36.1
	9.1
	59.1

	Present attendance to international conferences
	66.7
	11.2
	31.8
	54.6

	Present subscriptions to professional journals 
	36.1
	47.3
	18.2
	45.5

	Present research studies or action research related to technology integration
	61.1
	19.4
	50
	21.1


SD= strongly disagree, D= disagree, SA= strongly agree, A= agree

Table 7 (Detailed desire professional development activity by gender)
	
	 MALE
	 
	FEMALE
	 

	
	SD+D
	SA+A
	SD+D
	SA+A

	Future participation in college sponsored technology courses
	30.6
	47.2
	13.6
	50

	Future participation in college sponsored workshop
	30.6
	47.2
	23.8
	51.8

	Future participation in courses/workshop outside the college
	47.2
	41.7
	31.8
	40.9

	Future attendance regional or national conferences
	19.4
	58.4
	4.5
	77.3

	Future attendance to international conferences
	41.7
	20.5
	13.6
	72.7

	Future subscriptions to professional journals 
	16.7
	63.9
	9.1
	59.1

	Future research studies or action research related to technology integration
	36.1
	33.4
	40.9
	45.5


SD= strongly disagree, D= disagree, SA= strongly agree, A= agree


Although age did not have a significant impact on the interest within the faculty group to participate in professional activities for further development, in many cases gender did. Table 6 clearly states that females have a greater interest in the present participation in college sponsored technology courses but females and males score similarly in participation in workshops on and off campus. There was a big margin of difference favoring females in attending regional, national, and international conferences. In the area of subscription to professional journals and research studies or action research related to technology integration, the score was similar where both groups showed some interest in subscription to professional journals and little interest in research.

In Table 7, desired professional development activity by gender, we can see that male and female scores are quite similar with the exception of regional, national, and international conference participation where females showed much more interest than males. 

Conclusion and Discussion
Need to match your conclusions with the literature review included? Are they confirm previous studies or challenge them?
For example, as Garcia (2007) believes professional development needs to become a regular piece of faculty development, and participating in conferences show increasing interest …you can suggest monetary support for faculty…blah blah
It would be interesting to replicate this study in a college of Science, Technology and/or Engineering Colleges and Universities. Also a replication of this study where the main focus is the status of the faculty, comparing tenured vs. non-tenured faculty would provide a detailed review of what effect faculty status had on participation in professional development activities. 
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