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The problem of this study is an investigation into the 

need for and possible content and design of a specialized 

program of study to develop proficiencies for resource 

development in higher education. 

The study has three broad purposes. The first is to 

determine if there is a need for the specialized preparation 

of educational resource development officers in higher 

education; secondly, to ascertain what competencies are 

required of professionals in this field; and, finally, to 

assemble those competencies into component parts of a 

program of study. 

The need for specialized preparation of educational 

resource development officers was determined in two ways: 

first, by the survey of recent writings of professional 

leaders, and of the publications and survey conducted by the 

Council for Advancement and Support of Education; and second, 

by a survey in a questionnaire of the opinions of a random 

sample of the practicing professionals in the field of 

educational advancement. In the same questionnaire, data 

were also sought to ascertain the desired competencies as 

well as the preferred format or suggested component parts of 

study for the advancement professional. 



The survey instrument was a written self-report ques-

tionnaire in primarily the scale format. The questionnaire 

was administered to a pilot group consisting of seven pro-

fessionals, serving on the CASE national committee on career 

development. After editing, it was then sent to 289 

practicing professionals at a stratified random sample of 

public universities, private colleges and private independent 

schools. Two followup reminder letters were sent to non-

respondents. A response of just under 67 percent was 

secured. 

The following results were discovered by the study. 

1. A majority of experienced practicing professionals 

in the field of educational resource development agrees that 

some form of specialized preparation for new professionals 

is needed. 

2. Practicing professionals identified and described 

several competencies as well as personality traits and basic 

skills which are required of the educational development 

officer. 

3. A majority of experienced practicing professionals 

agreed on a general format for a formal program of advanced 

degree work that would include an internship, master's level 

work and would terminate with some overall form of compe-

tency evaluation. 

Based on its findings, the study states the following 

conclusions. 



1. General prerequisites for graduate work in educa-

tional resource development could include business, journalism 

or education undergraduate courses or previous professional 

experience in those fields. 

2. Deficiencies of the individual student in the areas 

mentioned above should be addressed by a major segment of the 

study curriculum. 

3. The techniques of gift solicitation, management, 

and administration might be the core of the program. 

4. Cross-disciplinary flexibility must be a part of 

the curriculum design if students are to develop the variety 

of skills required. 

5. An actual on-the-job and for-credit internship must 

be a major part of the curriculum. 

6. The program or curriculum should be installed 

first at the master's level rather than the doctoral. 

7. Although graduate schools of journalism or business 

can make important contributions to the curriculum, the 

preference of professionals for knowledge of educational 

resource of the state of education is more likely to place 

the curriculum in the province of graduate programming in 

the field of education. 

Based on these conclusions, the study suggests a sample 

curriculum that could be used for initial curricular experi-

mentation in the field of educational resource development. 
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CHAPTER I 

INTRODUCTION 

Educational resource development as a specialized field 

in the administration of higher education is at present a 

poorly defined area of formal study. It combines the talents 

of educator, administrator, salesman, businessman, journalist, 

and public relations consultant and brings them to focus on 

solving higher education's needs for greater understanding 

of its purpose and increased financial support. 

Current practitioners in educational resource develop-

ment in higher education come from many educational or 

vocational backgrounds."'" This variance of backgrounds and 

the absence of any recognized formal college-level instruc-

tion in the field contribute to its lack of definition and 

to the varying degrees of effectiveness of development 

officers from school to school. The national professional 

organization for the field, the Council for the Advancement 

and Support of Education, has presented in-service training 

programs but by definition these programs are for on-the-job 

improvement of skills. 

The Carnegie Commission on Higher Education in its series 

of publications has warned repeatedly of the need for 

John Leslie, Focus on Understanding and Support 
(Washington, 1969), p. 57. 



institutions of higher learning not only to make more 

efficient use of their resources but also to seek new sources 
2 

of support. If institutions heed this advice, the need for 

the competent educational resource development officer will 

continue to increase faster than the present in-service 

training programs can supply competent personnel. 

North Texas State University, with its well known 

College of Education and a doctoral major in higher education 

administration, may be ideally situated, geographically and 

academically, to meet national requirements for the inaugu-

ration of a graduate academic program offering instruction 

for educational administrators who wish to specialize in 

resource development. The creation of this speciality field 

within the College of Education would be pioneer effort and 

in anticipation has generated cooperation and enthusiasm 

from the Council for the Advancement and Support of Education 

(CASE). 

Statement of the Problem 

The problem of this study was an investigation into the 

need for and possible content and design of a specialized 

program of study to develop proficiencies for resource 

development in higher education. 

2 
The Carnegie Commission on Higher Education, The More 

Effective Use of Resources: An Imperative for Higher Educa-
tion (New York, 1972), p. 14. 



Purposes of the Study 

The purposes were (1) to determine if there is a need 

for the specialized preparation of educational resource 

development officers in higher education, (2) to ascertain 

what competencies are required of professionals in the field, 

and (3) to assemble those competencies into component parts 

of a program of study. 

Research Questions 

For the purposes of this study, the following questions 

will be answered. 

1. Do a majority (51 percent) of experienced prac-

ticing professionals in the field of educational resource 

development agree that some form of specialized preparation 

for new professionals is needed? 

2. Are there certain competencies required of the 

educational resource development officer that experienced 

practicing professionals will identify and describe? 

3. Will a majority (51 percent) of experienced 

practicing professionals agree on the general format for a 

formal program of advanced degree work in educational 

resource development? 

Delimitations 

In that phase which seeks to determine the need for and 

the nature of a formal program for the preparation of profes-

sionals in educational resource development, this study 



will be limited to the membership representatives of the 

Council for the Advancement and Support of Education (CASE). 

Basic Assumptions 

It is assumed that the membership representatives of 

CASE will respond freely and candidly to a request for their 

opinions concerning the need for a formal program of prepara-

tion for professionals in educational resource development. 

Further, it is assumed that the membership representatives 

will be the more experienced professionals in the field and 

will therefore provide the most valid assessment of profes-

sional competencies required in the field. 

Definition of Terms 

Educational Resource Development is any activity deal-

ing with the generation of additional resources for higher 

education or the more efficient use of current resources--

especially those activities which would generate private 

gift support from alumni, patrons, foundations, corporations, 

and the community. The term is frequently used synonymously 

with "development," "advancement," "alumni relations," 

"university relations," "public relations," and "external 

relations," all of which have a general promotional function 

within the administration of institutions of higher learning. 

Professional. This term as a noun will refer to anyone 

employed by an educational institution to be engaged in some 

form of resource development, whether as development director, 



vice-president for university relations, alumni director, or 

similar title. The term will also include those individuals 

who serve as consultants on any of the above functions. 

Background and Significance of the Study 

Educational resource development has attracted person-

nel from many backgrounds and professional preparations. 

Surveys by the American Alumni Council (AAC) and the American 

College Public Relation Association (ACPRA), the two profes-

sional organizations directly serving the professions, prior 

to their merger in 1974 as CASE, have determined the 

following to be the primary backgrounds of practicing 

professionals: 

1. Education 

2. Journalism 

3. General Business 
3 

4. General Public Relations/Fund Raising 

However, current trends in the financing of higher 
4 

education, as identified by the Carnegie Commission, and 
5 

others, warn of the need for the generation of new financial 

sources for higher education. Colleges and universities are 
3 
American College Public Relations Association, New 

Trends in Public Relations and Fund Raising at U. S. Colleges 
and Universities (Washington, 1968). 

Zj. 
Carnegie Commission, o£. cit. 

~*Paul Anderson, Ernest L. Boyer, William McGill, "The 
Crisis of Money and Identity," Change, IV, No. 7 (September, 
1972), 37. 
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either opening new offices in this area, adding to present 

staffs, or assigning this duty to offices already function-

ing for other purposes. As a result, administrators in the 

field are calling for both "training programs for new people 

in the field and extensive career development programs for 

those with more experience" in the form of "professional 

degree or certificate programs . . . [taken as] extension 

or regular class, internship, advisors, correspondence 

„7 

courses. 

John Leslie, president of the American College Public 

Relations Association until 1973, identified prevalent 
O 

patterns and practices in educational resource development, 

and special conferences and services of the two professional 

organizations have focused increased attention on the cate-

gories of competencies required of professionals. 

The formers' work in 1969 was then and is now the most 

definitive study available on the subject of higher educa-

tion resource development programs; and the continuing 

conferences of CASE are the sole sources of instruction now 

available to practitioners across the whole profession. 
However, nothing has yet been done to develop certification 

- _ _ 

American Alumni Council--American College Public 
Relations Association, The Joint Study Committee Status 
Report (Washington, 1973), p. 9, 19. 

7Ibid. 

^Leslie, o£. cit. 



programs or degree studies in the field in spite of prelim-

inary surveys to determine the broad needs of the total 

profession. These surveys are the first hard evidence of 

9 

the growing need for formal instructional programs. 

If a need can be established for a formal program of 

preparation, if the competencies required can be described, 

and if these competencies can be grouped into a formal 

instructional program, the result will benefit higher educa-

tion in general, and the profession of educational resource 

development specifically. The program could also provide 

the basis for a later development of a code of professional 

standards and ethics. 

Procedures for Collecting Data 

The national office of the Council for the Advancement 

and Support of Education (CASE) agreed to sponsor the cir-

culation of a questionnaire to a randomly selected sample of 

three hundred of the membership representatives at member 

schools (see Appendix, item B). The CASE office selected 

the sample by use of a table of random numbers applied to 

the membership roster of the organization, stratified into 

the three categories of membership: public universities, 

private universities, and private independent schools. 

Previous questionnaire returns from this population have 
9 ' 

American Alumni Council--American College Public 
Relations Association, op.- cit. 
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averaged as high as 80 to 90 percent."^ An informal commit-

tee of CASE working under the direction of Michael Born, 

vice president for career development, has already been at 

work evaluating career development programs within the 

profession. This committee served as both pilot test group 

for the advance auditing of the questionnaire to be used and 

will serve as a panel of experts to evaluate the program 

organization and content ideas that may emerge from the 

study. 

Also, through the cooperation of the CASE national 

office, the majority of professional competency programs 

offered by the organization from the last five years were 

surveyed for topical content. These data provided a realis-

tic audit of the items of instruction which current 

practitioners feel is important and may feel is lacking in 

their own preparation for their position. 

Finally, again through cooperation with the CASE 

national office, similar, but less specific, course programs 

offered by both CASE and other organizations in general 

educational public relations were surveyed for their organ-

izational formats, time tables, and levels of instructions 

in the total academic setting. 

Telephone conversation with John Leslie, president 
of the American College Public Relations Association, 
October 19, 1973. 



Instrumentation 

A self-report questionnaire (see Appendix, item B) was 

the instrument for gathering the data from the three hundred 

membership representatives of CASE concerning the following 

points. 

1. Personal and professional information on the 

respondent, such as title, field of endeavor, tenure in the 

field, previous experience, and area of academic credentials. 

2. Attitudes of professionals on the (a) adequacy of 

their own training for their present position; (b) skills 

and/or personality traits and competencies requisite to the 

successful educational resource officer. 

3. Anticipated additional personnel needs in the 

field of educational resource development in the future and 

the qualifications expected by the employers of those future 

employees. 

4. Opinions on the need for formal certification 

programs in educational resource development. 

5. The preferred organization and content of such 

certification or degree programs. 

In addition to the self-report format for basic per-

sonal data, the questionnaire had sections in both the scale 

format, and rank order format in which the respondents were 

asked to evaluate, by their preference, three selected areas 

of content and forms or organization in programs of prepara-

tion for educational resource development professionals. 
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The format, style, and language of the questionnaire 

was reviewed and edited by the panel of eight experts on the 

CASE Committee for Career Development. Their evaluation 

contributed relevance and appropriateness of questions 

prior to the circulation of the questionnaire to the study 

sample. 

Chapter II of this study attempts, in a review of the 

literature, to illustrate what has been done already to 

define the professional in educational resource development. 

In addition, the review documents the evidence in the 

profession to support the creation of a formal program of 

preparation of professionals. Also included is a survey of 

the topical contents in which professionals have expressed 

interest and which they considered important in the improve-

ment of their own skills. Finally, guidelines for the 

creation or remodeling and evaluation of graduate profes-

sional curricula are reviewed for comments helpful in 

constructing a curriculum for educational resource develop-

ment . 

Procedures of the study are discussed in Chapter III. 

This reviews procedures in the design, editing, pilot review, 

sample selection, and mailing of the questionnaire, and 

discusses the wording, timing and rationale for the two 

follow-up reminder mailings to non-respondents. Also 

included is a discussion of the statistical designs and 
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an analysis of the standards by which the questionnaire 

responses were scrutinized. 

The findings of the study are presented in Chapter IV. 

Detailed tables tabulate the practitioners' responses to 

the questionnaire. These results are then related directly 

to the research questions of the study for answers. 

Chapter V attempts to combine the analysis of the 

questionnaire results and the findings in the review of the 

literature to form specific format, content, and competency 

recommendations for a curriculum in eudcational resource 

development. Also, there are several general recommendations 

on methodology and technique of presentation based on the 

findings which are offered in this chapter beyond the 

original purposes of the study. 



CHAPTER II 

REVIEW OF THE LITERATURE 

Historical Background 

As university officers, assigned full time to the 

principal responsibility of educational resource development, 

fund-raisers were not common on school or college campuses 

until after the late 1940s. As a result those who held the 

early positions tended to be favorite teachers, retired 

from the classroom but still active in the life of the 

institution, or retired presidents, deans, or athletic 

coaches whose strengths as development officers were based 

on the warmth of their personality and the breadth of their 

concern for the whole school. Their ability to attract and 

hold the loyalty of a wide range of resources in many 

instances provided the financial base on which such schools 

as Harvard, Stanford, Massachusetts Institute of Technology, 

Johns Hopkins, Duke, Vanderbilt, and many of the other 

prestigious institutions built their considerable reputations 

in higher education. 

In the period of time from 1950 until the mid-1960s the 

enrollment demands on higher education, private and public, 

as well as private schools, created an administrative 

scramble to provide facilities and services to a seemingly 

12 
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unending stream of students. The demand severely taxed all 

institutions financially and forced most of them to add 

staff and positions specifically assigned to find, attract, 

and hold new sources of financial support. Virtually every 

private school and many public institutions were staffed 

with a development officer by 1970. Likewise, the demand 

for personnel in this area pointed up serious gaps in 

administrative preparation programs for development and a 

lack of codified information about development techniques, 

ethics, professional duties, evaluation, and relationship 

of development to the other administrative specialty areas. 

Therefore, until the 1960s there was virtually no related 

literature of a permanent nature in the field. 

Although both the professional associations serving 

the development adminstrators, the American Alumni Council 

(AAC) and the American College Public Relations Association 

(ACPRA), had been holding annual national conferences of an 

in-service training nature since the 1930s, the limited 

memberships of those organizations prior to 1950 prevented 

the discussion topics and training sessions of those confer-

ences from reaching many new candidates to the profession. 

In fact, it was not until the size of the annual meetings 

became unwieldy and the level of professionalism rose in 

the late 1960s that special topic conferences in the various 

aspects of alumni and development work began to dot the 

profession's calendar. 
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One of the major events in the profession which had a 

significant role in defining the need for professional or 

career development programs, was the move to merge the AAC 
1 

and the ACPRA. Talk on merger had begun as early as 1959. 

and continued for fifteen years. In the meantime both 

organizations, with a larger percentage of overlapping 

memberships, sought the loyalties of their members by pro-

gramming more and more for the career professional seeking 

to upgrade his competence. By the time serious merger talks 

began again in 1971 and 1972 the ACPRA had conducted several 

annual summer academies for educational administrators, 

annual summer workshops in public information, deferred 

giving and federal relations; and the AAC had authored 

annual summer institutes in educational fund raising, alumni 
2 

program administration and alumni magazine editing. In 

addition annual special conference schedules were attempted 

by both organizations that covered direct mail solicitations, 

computer record storage, capital fund campaigns, annual 

giving programs, small staff (school) development programs, 

and several other specialty areas. 

Membership in ACPRA included public information offi-

cers (newsmedia specialists), news bureau directors, public 

"'"American Alumni Council—American College Public 
Relations Association, o£. cit. 

9 
"Survey of brochures from conferences 1968-1975. 

CASE national office files. 
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relations officers, government relations directors, and 

educational fund-raisers. The AAC membership was oriented 

more around the alumni programs, alumni records, alumni 

association management, annual giving, alumni magazine 

editing, and educational fund-raising. Clearly, it was the 

educational fund-raisers who made up the most dual member-

ships and it was this same group that felt the greatest need 

3 

for professional career development programs. Therefore, 

long before merger became a real possibility, in-service 

training conferences began to appear outside the sponsorship 

of either professional organization. The Big Ten Fund-Raisers 

Institute was started to serve the in-service training needs 

of the large state related public institution's development 

officer; the Institute in Resource Development appeared under 

the sponsorship of the University of Oklahoma Center for 

Continuing Education; Conrad Teitell and other deferred gift 

and tax consultants began to offer one-week training sessions 

several times a year, complete with cassette-recorded lec-

tures for home study. 

The ACPRA professional staff seemed to recognize the 

growing need to define the body of knowledge for the 

profession more than their counterparts at AAC. It was the 

ACPRA which compiled the first complex bibliography for the 

3 
Results of AAC-ACPRA Merger Questionnaire, September, 

1973. 
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profession in 1969 and indexed it by key words for easy 
Zj. 

usage. The bibliography was made available on microfiche, 

at cost, to members through the national office. It was 

also the ACPRA which sponsored the research and writing of 

its executive vice president, John Leslie, in a one-year 

sabbatical to produce Focus on Understanding and Support.^ 

To date, this publication of the ACPRA is the most defini-

tive description of the development role, scope, and format 

as a function of administration in education that has been 

formally published. 

While ACPRA focused its services to members on the 

definition of professional roles, AAC contributed to career 

development through the publication of handbooks, manuals, 

and articles on the mechanics of program direction, in both 

alumni administration and fund-raising. An excellent 

example of American Alumni Council handbook publication is 

its Handbook on Administration of Charitable Remainder 
6 

Trusts, first available to members in 1972. 

Defining the Discipline 

While a universally acclaimed definition of educational 

fund-raising or development does not exist, the ACPRA staff 

4 
Untitled bibliography available to ACPRA members, 1973. 
5 
John Leslie, Focus on Understanding. 
g 
American Alumni Council, Handbook on Administration of 

Charitable Remainder Trusts, 1972. 
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in 1970 from research of the data on its membership and an 

informal survey of ACPRA leaders compiled a consensus defi-

nition in a "Paper on Educational Development" which is as 

good a statement as is currently available: 

An educational development officer must be a capable 
executive and a practitioner of the communication 
and behavioral sciences. His role is to administer 
and/or implement a program which will increase the 
understanding and support of his institution. He 
will be involved in the development and interpreting 
of the institution's educational objectives and in 
providing financial resources for their realization. 

Development officers organize fund raising programs 
and provide staff services for key institutional 
persons and volunteers, such as trustees, alumni 
and friends of the institution. Seldom do develop-
ment officers solicit gifts personally. Presidents, 
deans, faculty members, and volunteers are in a 
much better position to describe the project or pro-
gram requiring support and to influence the prospective 
donor than are development office personnel.7 

The same statement goes on to identify seven specific 

attributes, in addition to "intelligence, unselfish motiva-
g 

tion, and determination," which are required of the 

professional in educational development: 
1. A strong belief in the importance of education. 
Enthusiasm and conviction show in the work produced. 
2. Knowledge of the purposes of the institution. 
A thorough understanding of the institution and its 
goals helps the development officer correctly portray 
the institution's educational programs. 
3. Creative ability to communicate. The effective 
development person will be a student of the communi-
cation arts. 

^American College Public Relations Association staff, 
"Paper on Educational Development," 1970. 

8Ibid. 
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4. Ability to work with all publics. An educa-
tional development person has to be able to function 
effectively on all levels and with all types of 
people. 
5. Awareness of 'undertones' and 'overtones' in 
human communication. A sensitivity to thought and 
feelings as well as words and actions is a great 
asset. 
6. Ability to organize. Projects must be well 
planned for best effect. 
7. Loyalty and dedication to the institution. 
Pride in the institution helps infuse others with 
confidence and understanding.9 

These same attributes are also listed in a similar ACPRA paper 

on educational public relations, indicating the close kinship 

between the functions of fund-raising and public relations. 

The role definition work begun by the ACPRA appear to 

have initiated a greater concern by students of higher 

education with the need to further describe this administra-

tive activity as a specialty. Since 1970 there have been 

several doctoral studies of the development function. James 

Dean Meyer at the University of Wyoming in 1971^ and Hal 
11 

Clinton Barton at the University of Utah in 1970 did case 

studies of selected fund-raising programs at a variety of 

colleges and universities. The next year the subject of 

educational resource development was further defined by 

9Ibid. 

"^James Dean Meyer, "A Study of Fund-Raising Programs 
at Selected Institutions of Higher Education in the U.S.," 
unpublished doctoral dissertation, University of Wyoming, 
1971. 

^Hal Clinton Barton, "A Study of Self-Generated Fund-
ing Related to Institutional Development at Selected Western 
Colleges," unpublished doctoral dissertation, University of 
Utah, 1970. 
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Gerald R. Sherratt in his study at the University of Tennes-
12 

see of fund-raising at state colleges and regional 
13 

universities. Victor A. Ishoy at Brigham Young broadened 

the study from educational fund-raising per se into develop-

ment as an element of total finance of higher education. 

Other studies at the doctoral level, as indicated by the 

abstracts and titles, have tended to illustrate the variety 

of efforts in educational resource development without 

attempting to evaluate or codify the techniques or styles 

employed. 

As mentioned earlier, John Leslie's volume, Focus on 

Understanding and Support, is the single most authoritative 

work on the various forms of organization under which 

advancement activity is conducted in higher education in the 

14 

United States. Leslie explores and quantifies the patterns 

of organization, personnel assignments, and intra-institu-

tional relationships that affect advancement program 

performances and results. He identifies the major strengths 

and apparent weaknesses of each format. However, Leslie 

says little about the individual skill required of the 

12 
Gerald R. Sherratt, "The Institutional Advancement 

Program in State Colleges and Regional Universities," 
unpublished doctoral dissertation, University of Tennessee, 
1972. 

13 
Victor A. Ishoy, "Fund-Raising, A Function of 

Development in Financing Higher Education," unpublished 
doctoral dissertation, Brigham Young University, 1972. 

•^Leslie, 0£. cit. 
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development professional, or about the training programs 

available to career aspirants in the field. 

Harold T. Seymour closes his milestone volume, Designs 

for Fund-Raising, with a chapter on the dimensions of 

developmental leadership which offers advice on the nature 

of a professional: "What we mean primarily is that he 

thinks and acts like a dedicated professional--with poise, 

stability, perspective and proper respect for the rules and 

traditions of his c r a f t . A l t h o u g h he elaborates further 

in a paragraph on each of those traits, the succinct appeal 

of his remark is also its main deficiency. It does not 

provide a list of measurable traits by which an individual's 

success as a development professional could be predicted. 

Richard M. Schrader and Earl C. Bolton, both frequent 

contributors to the ACPRA Techniques, in a 1972 article 

"What is meant by a professional?," proceeded to suggest 

several basic characteristics which they thought were in-

dicative of professional status among fund-raising 

practitioners: first, a strong public or social service 

component in their basic activity; second, special training 

and skill required for the work; third, work requires a 

high degree of integrity; and fourth, the individual feels 

a high degree of respect for others engaged in the same work. 

When the descriptor "educational" is added, the professional 

"^Harold T. Seymour, Designs for Fund-Raising (New York, 
1966), p. 180. 
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requirements expand to include a deep dedication to educa-

tion, dedication to the professional's own institution, 

acceptance as a key member of the administrative team by all 

levels of the institutional community, knowledge of the 

principles of good management and sound administration, 

expert skill in written and spoken communications, endurance 

of the extrovert and patience/analytical skills of the 

introvert, and enough career enthusiasm to stay current on 
16 

the literature of his field. When these characteristics 

are distilled for their elements they begin to resemble 

closely the "dimensions of developmental leadership" from 

Seymour, as cited earlier. 

However, when these authors turn their attention to 

the preparation necessary to acquire the characteristics and 

competencies they appear as confused as their predecessors. 

" . . . what kind of prior academic training would be most 

useful"?"'"7 The answer they offer is a potpourri of liberal 

arts, communications, business and "acceptance," which they 

further describe as an unquantifiable element necessary for 

professional survival on college campuses. Finally they 

add, "As a minimum, the university relations professional 
18 

must be familiar with all aspects of higher education." 

16 
Richard M. Schrader and Earl C. Bolton, Techniques, 

(June, 1972), p. 15. 

17Ibid., p. 17. 18Ibid., p. 18. 
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The potential merger of two professional organizations 

tended to make each participating group look to its origins 

and character in a type of self-study. In 1972 while ACPRA's 

Techniques was examining professionalism, AAC through its 

journal Alma Mater was also struggling with a definition of 

the professional educational fund-raiser. Dwight V. Roberts, 

a future officer of CASE after the merger,and a student of 

the writings of his colleagues, offers virtually the same 

characteristics as Schraeder and Bolton for the professional 
19 

educational fund-raiser. Jack R. Maguire, writing in that 

same issue of Alma Mater on the panel with Roberts also 

complains of the need for professionalism, but he links the 

difficulty of defining educational fund-raising with the 

fact that most people tend to "live most comfortably in the 
20 

age just prior to the age we actually live in." Therefore, 

the average perception of what colleges and universities are 

today is at least a generation out of date and the profes-

sional fund-raiser's job becomes one of understanding and 

interpreting to alumni and other constituencies the changes 
21 

that have occurred. He concludes by advising practitioners 

who would be professionals to join a professional organiza-

tion that requires certain entrance standards and hope for 
19 
Dwight V. Roberts, "Three Pros Talk Shop on Profes-

sionalism," Alma Mater, XXXIX, No. 8 (November, 1972). 
20 
Jack R. McGuire, Ibid., p. 41. 

21 
Ibid., p. 44. 
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the best. The third member of the panel of authors in that 

issue of Alma Mater, John W. Sheetz, states succinctly, 

"Generally, to be called a professional is to receive an 

accolade of approval and respect. . . . Pride is important 

in the motivation of the professional. . . . He knows his 

subject thoroughly, he has been an apprentice, he has all 

the training in the art of his specialty and his desire is 

to bring to his employer all the skills at his com-
22 

mand. . . . " Again he has no concrete suggestions on 

what "all the training in the art of his specialty" means. 

One of the most useful works in the field of educa-

tional resource development is the special issue of the 

ACPRA's College and University Journal for November of 1971. 

The entire issue was written by John Leslie on the subject 

"Seeking the Competitive Dollar: College Management in the 
23 

Seventies," a further exploration and update of his earlier 
24 

work, mentioned above. In his first chapter, Leslie urges 

the creation of an educational management academy and then 

proceeds to apply the management techniques of planning 

through management-by-objective to the educational resource 

development function in higher education. In the process he 
22 
John W. Sheetz, "Three Pros Talk Shop on Profession-

alism," Alma Mater, XXXIX, No. 8 (November, 1972), p. 45. 
23 
John Leslie, College and University Journal 

(November, 1971). 
24 
Ibid., p. 9. 
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lays out one of the most concise definitions of function in 

educational fund-raising yet published. He proceeds through 

each phase of traditional and innovative programming in 

institutional advancement efforts and relates each to the 

issues of planning, evaluation, control, and competition. 

Other than the few works that have been included in 

this review, the majority of the works defining the disci-

pline of educational resource development have been done by 

the practitioners themselves through the device of in-service 

training conference and workshop agenda planning. The topics 

they chose for study each year are excellent indicators of 

the major work areas and concerns of the profession. It is 

perhaps useful to interpret the rank order of topical prefer-

ences illustrated in Table I as an indication of the level 

of importance which practicing educational fund-raisers 

attach to the various activities in their daily routines. 

The next step would be to infer that these same topics by 

rank order would be included by practitioners in a curric-

ulum of professional preparation. The validity of that 

assumption rests partly on the fact that each conference 

agenda was designed by a committee of practitioners, with 

members chosen by their peers by virtue of their demon-

strated success in the field and their willingness to serve 

the profession. Each conference was planned by a different 

committee and no committee existed longer than necessary to 

plan one conference. Therefore, the conference agenda 
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TABLE I 

EDUCATIONAL RESOURCE DEVELOPMENT: AAC/ACPRA/CASE 
CONFERENCES TOPICS AND THEIR FREQUENCY 

Topic Frequency 

State of the Profession/Higher Education General. . . 65 
Program/Office Management 62 
Alumni Special Interest Programming 52 
General Educational Public Relations 35 
Donor Prospect Research, Evaluation and Screening . . 30 
Deferred Gifts/Estate Planning** 28 
Governmental Relations 26 
Stating the Need/Defining the Case 24 
Foundation Solicitation/Proposal Writing** 24 
Computers/Data Storage Systems 23 
Capital Fund Campaigns* 23 
Alumni Annual Giving Programs** 

Organization 23 
Direct Mail* 23 
Solicitation Techniques 18 

Volunteers/Recognition, Recruitment, Organization . . 22 
Case Study Presentations/Alumni and Development 

Programs 22 
Alumni Publications Programs 20 
Fund-Raising Studies by Institutional Category 

State 5 
Private* 5 
Secondary 1 
Community College* 7 

Student Involvement Programs 16 
Advancement Career Development Programs 14 
Special Level Gift Club Programming 14 
Institutional Governance 13 
Alumni Student Recruiting/Admissions 13 
Corporate Gift Programs** 13 
Personal Solicitation Techniques 12 
Gift Tax Legislation/Tax Reform 11 
Institutional Community Service 11 
Electronic Media Educational Communications* 10 
Telephone Solicitation Technique 8 
Parent Clubs/Parent Relations 7 
Use of Fund-Raising Counsel 6 
Special Event Planning and Coordination 6 
Professional School Advancement Programming 5 
Alumni Clubs 3 

NOTE: The topics in this table were selected and tabu-
lated from actual discussions or papers as secured from the 
conference brochures in the most recent five year's histor-
ical files in the CASE national office. 

*Special conferences conducted exclusively on these 
topics. (**--more than once) 
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fairly represented a roster of the chief professional 

concerns of the moment for the region or unit being served 

by the meeting. A five-year survey of such conference 

agendas analyzed by the titles of topics offered and their 

frequency represents a cross-sectional sample of profession-

al educational fund-raising concerns. 

A widespread interest in the general condition of 

higher education and its principal issues dominates the 

concern of the practitioners in the discipline, followed 

closely by management techniques and their application to 

fund-raising programs. 

Setting the Curriculum 

On the basis of the limited number of surveys and 

studies available, the necessity for some organized form of 

preparation to the profession of educational fund-raising, 

has been identified by the professional organizations. 

Setting the curriculum, environment and format for that 

preparation under the "career development" has become a 

major goal of CASE. One of the research questions of this 

study, the format of the curriculum for the educational 

resource development profession, may be considered part of a 

broader discussion of innovative graduate studies, profes-

sional education and administration of higher education. 

Just as most professions insist that education for their 

disciplines is unique in some manner, so do the spokesmen 
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for educational resource development such as John Leslie. 

However, current studies into the reform of graduate studies 

curricula may have significance in the design of curriculum 

for educational fund-raising. 

Paul L. Dressel and Lewis B. Mayhew in a volume dedi-

cated to curriculum study in higher education, argue 

strongly for greater emphasis on the study of higher educa-

tion as a separate discipline. One of their major proposals 

was the creation of departments of higher education in 

graduate schools of education, coupled with a restructuring 

of the types of degree programs offered. Further, they 

strongly advised the use of internships in the degree 

structure ". . .so that they should become an integral part 
25 

of programs designed for aspiring administrators. In a 

subsequent section, Dressel and Mayhew evaluate an existing 

graduate program in higher education. Their comments offer 

guidelines on the desired structure of a curriculum for 

administration of higher education. "The creation of a core 

of courses with limited credit hour weight is especially to 

be commended as a device to provide for common learning and 

to facilitate flexibility for subsequent program prepara-
26 

tion." Other comments focused on elements of the program 

that showed strength, including improved library resources 

25 
Paul L. Dressel and Lewis B. Mayhew, Higher Education 

as a Field of Study: The Emergence of a Profession 
XSan Francisco" 1973) , p. 172. 

26 
Ibid., p. 187. 
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on higher education, strong administrative support, and high 
27 

level of committment to the program among its students. 

These comments were also instructive: 

We understand and generally support the idea of 
a two semester residence requirement. 

. . . but we would like to caution the faculty 
to provide, even more than they obviously have, many 
and varied experiences for discussing and writing 
about intellectually potent subjects. 

If students enroll in many practically oriented 
courses, they may lose sight of the values upon which 
they must base their subsequent professional lives and 
practice. 

We believe the faculty should pay careful atten-
tion to emerging market trends as they decide on lines 
for increase in enrollment and productivity. 

We were impressed with the number of professors 
elsewhere in the university . . . who were offering 
course work and doing advising relevant to the study 
of higher education. We urge that a thorough inven-
tory of these resources be made and maintained and 
that the program in higher education make optimum use 
of them as a means for enriching the program without 
the necessity of the over expansion of staff.28 

The application of these comments to the structure of a 

curriculum for educational fund-raising might establish that 

curriculum as part of graduate study in education compared 

to business or journalism, where single courses in fund 

raising or public relations may be found occasionally. 

Mayhew has made significant contributions to the whole 

field of graduate curriculum design and his endorsement of 

27Ibid., p. 189. 
28 
Ibid., pp. 190-191. 
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the North Central Association's seventeen-point guide for 

the evaluation of graduate programs tends to summarize his 

29 
thoughts on the subject. 

(1) Is the program consistent with institu-
tional strengths, role, and purpose? 

(2) Has the need for the program been demon-
strated? 

(3) Is there an adequate pool of students to 
justify the program? 

(4) Have the additional needs and costs in 
faculty, facilities, equipment and library been 
determined? 

(5) Are the available resources adequate for 
starting the program without depriving existing 
programs of needed support? 

(6) Do existing programs have the quality to 
provide an adequate base for development of an 
advanced level program? 

(7) Has the relationship of the proposed 
program to existing ones in the institution been 
fully explored? 

(8) Is there available an adequate cadre of 
faculty of sufficient stature and experience? 

(9) Are the admissions policies clear and 
appropriate to the program? 

(10) Are adequate funds available for the 
support of graduate students? 

(11) Does the administrative structure provide 
for coordination or direction of the graduate pro-
gram with the assistance of a faculty committee or 
council? 

(12) Has the curriculum been carefully 
developed in reference to the specified objectives 
of the program? 

(13) Are the opportunities for research, field 
experience, and internship adequate in quality and 
number? 

(14) Does the program have sufficient structure 
to insure its distinctive character, while remaining 
sufficiently flexible to meet the particular needs 
of individuals with varying goals and backgrounds? 

(15) Are the programs generally consonant with 
standards and models existing in other institutions 

29 
Lewis B. Mayhew and Patrick F. Ford, Reform in 

Graduate and Professional Education (San Francisco,~T974), 
pp. 173-174. 
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of quality? Is the rationale for innovative pat-
terns clear and are provisions for evaulations 
included in the plans? 

(16) Has attention been given to the non-course 
needs of graduate students such as housing, food, 
and recreation? 

(17) Do provisions exist for insuring that 
graduate students have a voice in the formulation of 
institutional policies? 

Again, from Mayhew's work (this time as a contributor 
. s 30 

to the Handbook of College and University Administration), 

curriculum construction advice is available. He lists 

eleven different sources which can spawn new curricula for 

graduate studies. Of these, three are definitive of possible 

sources of curricular content for educational resource 

development: conventional wisdom ("a generally agreed upon 
31 

body of knowledge"), needs of society (". . . what pro-

spective employers look for in new recruits"), and demands 

of external agencies (". . . the various professional 
32 

associations which engage in accreditation."). Mayhew also 

categorizes two methods of curriculum construction or vali-

dation which may be helpful for the field of educational 

fund-raising, the outside consultant(s) who advise a partic-

ular institution in each step of curricular construction in 

a discipline and panels of experts to review proposed con-

tents and needs of society as defined through economic and 
33 

social analysis of the discipline. Finally, Mayhew quotes 

30 
Lewis B. Mayhew, Handbook of College and University 

Administration Part I Academic, edTTted by Asa S. Knowles 
(New York, 1970), pp. 2-40. 

32 13 
Ibid. Ibid. J Ibid. 
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from his friend and frequent collaborator Paul Dressel on 

ten problems which must be solved to validate a new curric-

34 
ulum. These are as follows: 

(1) The gap between liberal and vocational 
education must be bridged. 

(2) Course and credit-hour structure must be 
loosened. 

(3) Common experiences must be provided. 
(4) Continuity, sequence, and integrity should 

be ensured. 
(5) Fewer blocs of subjects should be the rule. 
(6) Courses should be more infused with 

psychologically sound learning devices. 
(7) Values should be considered. 
(8) Preoccupation with the West should be 

combined with non-Western emphases. 
(9) Better learning facilities should be 

created. 

(10) Costs should be considered. 

Until very recently there were no programs for the for-

mal preparation of professional educational fund-raisers 

other than the in-service training of the professionally 

sponsored conferences, which by definition were applied to 

the individual's experience after the beginning of the 

career. Almost as if to further validate the expressed 

desire of ACPRA-AAC, and now CASE members for some form of 

career development program, several attempts at programming 

for the professional career have surfaced. So far, most 

have been aimed at the individual who has sampled the field 

lightly through some actual work experience and who now 

wants some form of accreditation in the discipline. While 
the format of these programs are not always adaptable to the 

34 

Ibid., pp. 2-43. 
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more formal degree structure of graduate study, their very-

existence now illustrates the rising level of interest in 

the more formal program. 

West Virginia University, through its department of 

Journalism Graduate Studies, in the fall of 1973, created a 

course titled Journalism 312, Fund-Raising and Foundation 

Management. The success of that effort led, two years 

later to the installation of a graduate seminar in develop-

ment as a joint effort of the School of Journalism and the 

West Virginia University Development Office. Since that 

time, largely because of the presence of a seasoned develop-

ment professional, Donovan Bond, West Virginia University 

has begun to structure a Master's degree in communciations, 

with a focus on development and a probable intern experience 

in the West Virginia University Development Office. The 

general content of the program is summed in a mimeographed 

memoranda from Dr. Edward C. Smith, chairman: journalism 

graduate studies, to more than eighty West Virginia Univer-

35 
sity campus personnel and off-campus interested parties. 

In addition to communications theory and 
methods of research, the student may take six hours 
of the J-312 development seminar, may minor in a 
field directly related to the development, and may 
do a thesis on development. The student will be 
permitted to take additional study especially 
selected for development, in journalism and in fields 
such as business, personnel management, public admin-
istration, education and educational administration, 

35 
Edward C. Smith, unpublished memorandum (West Virginia 

University, October 30, 1975). 
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behavioral studies, English and others. In addition, 
writing competence is emphasized. Of course, such 
extra study would extend the Master's program beyond 
the minimum 30 hours. 

While this program comes the closest yet to offering a 

potential candidate for the educational fund-raising career 

a formal training program, its emphasis on communications, 

to the loss of credits in education, and its placement in the 

Department of Journalism seem to be counter to the advice of 

John Leslie, that an educational fund-raiser needs to be an 

educator and counter to the survey of conference topics 

showing priority interests in education by the practitioners 

in the field. 

Fund raising per se has been taught as a single course 

or even a series of short courses at institutions of higher 

learning including Harvard, Boston College, the University 

of Texas and Adelphi. From the printed materials containing 

course descriptions there appears to be a tendency to empha-

size mechanics and are not adapted to the special needs of 

the educational administrator in fund-raising. 

Very recently, the National Center for Development 

Training as reported in materials from the University of 

San Diego has secured the cooperation of Adelphi University 

and the University of San Diego in offering for the first 

time beginning in the summer of 1976 two separate twelve-

week courses in development. 
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In the first six weeks, study will be devoted 
to a broad survey of fund raising and development, 
including the role of the volunteer, the motivation 
of giving, public relations for fund raising, 
research of prospects, and foundation and corporate 
giving patterns. The second six week period will 
consist of intensive workshops in research, proposal 
drafting, capital campaigns, estate planning and 
taxes.3D 

The University of San Diego attempted an informal form 

of curriculum validation in conjunction with the announcement 

of the course offering by enclosing a curriculum content 

questionnaire in its mailing to other universities' develop-
07 

ment offices. Students completing the course are awarded 

certificates as development specialists. Again, there is 

little emphasis on philosophy or education and much depen-

dence on mechanics for content. Such courses might provide 

good core work for the educational resource development 

professional, but not the sole preparation. It is likely 

that many such programs as these will emerge over the next 

few months and years until a successful formula develops 

that truly serves the full needs of this emerging profession-

al specialty. 

The preludes to these later developments in career 

training were the special topic conferences and summer 

academies of the AAC and ACPRA, some of which continue into 

36 
University of San Diego, mimeographed circular to 

college and university development and placement offices, 
March 1976. 

37Ibid. 
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the present under the new sponsorship of CASE. These con-

ferences are usually one week in length with limited 

enrollments, highly qualified faculty, and attractive sites. 

The study is intense but ungraded or evaluated and all who 

attend and stay for the duration are awarded special certi-

icates. Topics covered each year for at least the last six 

years in this manner include Educational Fund-Raising: 

Beginning and Advanced, Alumni Program Administration, and 

Educational Administration/Management. 

Outside the bounds of CASE sponsorship there are a few 

notable annual workshops that have attracted national atten-

tion among professionals and are worthy of special mention. 

The Big Ten Development Conference, originally a closed 

session for development staff members of Big Ten Athletic 

Conference schools, has grown into an annual study of state-

related institutional development programming. Participants 

are chosen by invitation only and the participants generally 

report quality of the offering fluctuates from year to year. 

Several of the consultant service firms to development 

offices conduct periodic workshops and training sessions in 

their areas of specialty. Again, most of these are one week 

long and intense, but lacking in comprehensive evaluation of 

the student. 

A review of these continuing efforts at professional 

preparation for the educational development administrator 

and a study of the determining elements of curricular 
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content seem to present arguments for a serious attempt to 

design such a curriculum. Therefore, if the discipline is 

now well enough defined; the body of knowledge now has clear 

enough perimeters; and the pioneering work in format has 

been done, then what remains now is the identification of 

the qualities and competencies required and the delivery 

system for such a curriculum. 



CHAPTER III 

PROCEDURE OF THE STUDY 

Design and Analysis of the Questionnaire 

In the absence of widely accepted professional standards 

for educational resource development practitioners, the most 

readily available source of information and opinions on the 

content of a professional preparation curriculum is the 

senior practitioners themselves. To secure that information 

in usable form the questionnaire was prepared under the 

close scrutiny and sponsorship of the Council for Advance-

ment and Support of Education through its Vice President for 

Career Development, W. Michael Born. Bora's standing 

Committee on Career Development served as a pilot test 

group to validate both the content and design of the ques-

tionnaire. Membership of that committee includes some of 

the more experienced professionals in CASE: 

Richard Cheshire 
Vice President for Public Affairs 
Colgate University 

Alyce O'Brien 
Associate Director of Development 
Antioch College 

John 0'Neil 
Vice President for Development 
Mills College 

Robert Reichley 
Associate Vice President for University Relations 
Brown University 

37 
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H. Ray Roland 
Director of Information Services 
Saint Cloud State University 

Dorothy Williams 
Editor and Chairman 
Communications Department 
Simmons College 

Karl F. Wolf 
Director of Development 
The George School 

This group was asked to make editorial comments on content, 

length, wording, and design of the questionnaire. After 

emerging from the pilot group's review, the instrument 

contained five major divisions: (1) Background Information, 

(2) Academic Preparation for Educational Resource Develop-

ment/Institutional Advancement, (3) Required Traits, 

Competencies, Skills, (4) Future Personnel Needs in Educa-

tional Resource Development, and (5) The preferred Organi-

zation and Content of Possible Certification or Degree 

Programs in Educational Resource Development. 

The first section, on background of the respondents, 

was designed to provide data on age, position, total 

professional experience, and type of institution where the 

practitioner was working. Further, the data would provide 

sources by which to validate the assumption stated earlier, 

that institutional representatives selected to receive the 

instrument would be the senior advancement team member at 

any given member shool. Age, experience, and location 
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differentials were expected to reflect differences in re-

sponses to certain portions of the instrument. 

Part 2 sought information on the respondents' opinions 

regarding the effectiveness of academic programs, previous 

professional experiences and/or in-service training programs 

in the preparation of a development officer. The emphasis 

in the content of the questions in this section was on hypo-

thetical courses or degree work. Questions listed the fields 

of business, education, journalism, accounting, management, 

graphic arts, public relations, and composition specifically. 

Spaces were provided on each item for five different re-

sponses from "useless" to "essential." A favorable response 

by 51 percent of respondents at the third level ("some help") 

through the fifth level ("essential") was defined as favor-

able enough to include that particular field of study in the 

preparatory work for educational resource development. 

The responses were tabulated for both frequency and 

percentage first as a total group. Then, for further anal-

ysis and possible differences in approach, separate tabu-

lations of the data were done by type of school and then by 

the number of years of the respondents' advancement work 

experiences. 

The third major division of the questionnaire was 

designed to secure data on the subjective matter of desirable 

personality traits as well as basic skills and specific 

content masteries. Respondents were asked to rank, on a 
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five-point scale, fifteen different personality traits, five 

basic skill areas, and three broad content mastery areas 

which dealt with concepts, techniques, and current thoughts 

in the field of educational fund-raising. 

Again, a response from 51 percent of the respondents, 

at level three and higher, was defined as favorable enough 

for the item to be added to the curriculum or instructional 

objectives for advancement career courses. Likewise the 

results were tabulated first by total and then by school 

type and by experience of the respodents. 

The design of Part IV departed somewhat from the 

previous sections. The first section (A) of Part IV was an 

attempt to determine the need for personnel in advancement 

positions while section B sought to determine what hiring 

criteria would likely be applied to new positions in the 

field. In section A the seven broad areas of activities in 

advancement work were presented with the request that the 

respondent rank each in the order of most needed next 

appointment at their institution to the least or "not" 

needed positions. Of the three possible ranks [(1) not 

needed, (2) needed, (3) most needed], responses at the two or 

three level were accepted as indicating a possible future 

position. 

Section B presented formal/informal and actual/hypothet-

ical preparatory programs to the respondent for ranking as 

criteria for hiring new executives in the institution's 
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development program. The formal degree criteria included 

everything from the bachelor's degree in any field through a 

specialized doctorate in educational resource development. 

Choices in between included specialties in the several re-

lated disciplines business, education, and journalism. 

Informal programs such as internships, conferences, and 

previous experience were also included for ranking. The 

four rank levels included: (1) Unrelated to position, 

(2) Not essential, (3) Usually needed, (4) Most essential. 

Both sections of Part IV were tabulated first as a 

whole and then separately by type of school. Since Section A 

was simply determining need, no special standard was neces-

sary. However, in Section B it was determined that a 

51 percent favorable response at the three or four level 

would indicate an apparent minimum requirement for hiring, 

while a 25 percent to 50 percent response would show a 

possible hiring trend emerging. 

Part V addressed two of the three research questions 

of this study: (1) Do a majority (51 percent) of experienced 

practicing professionals in the field of educational resource 

development agree that some form of specialized preparation 

for new professionals is needed? (2) Will a majority 

(51 percent) of experienced practicing professionals agree 

on the general format for a formal program of advanced degree 

work in educational resource development? Part V presented 

eight statements of position, each relating in some way to 
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the design, content, technique or procedure for formal 

instruction in development. 

1. Advancement techniques have become standardized 
enough to be taught as a subject of formal study. 

2. In-service training for new professionals is the 
best procedure to insure competent staff members. 

3. Graduate programs in general public relations are 
sufficient preparation for professionals in edu-
cational fund-raising. 

4. A master's degree in educational resource devel-
opment should have at least one-third of the 
coursework based on internship experiences. 

5. The best way to teach institutional advancement 
would be through a series of case studies. 

6. Your own performance in the educational resource 
development field would have been improved through 
specific degree work in the field. 

7. Without prior experience, it takes 2 to 3 years 
for a new professional to learn techniques and 
philosophy of educational fund-raising. 

8. A professional preparation program should ter-
minate with some form of overall competency 
evaluation. 

Statements one, four, six, seven, and eight are positively 

oriented toward formal instruction programs. Statements two 

and three are negatively oriented, and statement five could 

support either formal or informal instructional programming. 

Respondents could agree, disagree, or have no opinion on each 

statement. 

Once again, seeking a 51 percent response on each state-

ment to confirm or deny its validity, the results were 

tabulated first in the total group and then by type of school. 

Distribution and Collection of the Questionnaire 

The Council for Advancement and Support of Education 

has slightly more than 1,800 member schools, each with from 

one to fifteen individuals who may benefit professionally 
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from the membership. At each institution, one person, 

usually the senior advancement executive, is designated as 

the membership representative for that institution. There 

are three large categories of institutions which belong to 

CASE: (1) public or state-supported colleges and universi-

ties, (2) private or church-supported colleges and 

universities, and (3) private independent schools. Two of 

these have subcategories such as graduate level, two year, 

or professional schools. 

With CASE national office concurrence, cooperation, 

and participation, the questionnaires were distributed to a 

stratified and then randomly selected sample of 300 member 

representatives. The three categories of member schools 

provided the strata used at 100 for each stratum. Each 

questionnaire was accompanied by a letter from CASE Vice 

President Born (see Appendix, item A) and an unstamped 

return reply envelope. After a period of six weeks, 45 per-

cent of the questionnaires had been returned (after mailing, 

eleven addresses were discovered to be no longer valid, 

reducing the potential sample size to 289). 

Six weeks from the date of the first mailing a second 

letter was sent to those who had not responded, reminding 

them of the purpose of the study and urging their participa-

tion. No reply envelope was enclosed. Responses to this 

mailing indicated several lost questionnaires. Nevertheless, 
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by four weeks later 61 percent of the questionnaires had 

been returned. 

The final mailing, sent four weeks after the second, 

contained a new copy of the questionnaire, an unstamped 

return envelope, and a letter urging response and commenting 

again on the potential significance of the study to the 

profession. In addition the final letter set a deadline 

date for questionnaire returns that was a total of three 

months after the first mailing of the questionnaires. 

Responses by that deadline amounted to slightly more than 

66 percent. 

The use of second and third contact mailings (see 

Appendix, item C) was designed not only to insure a high 

percentage of response, but also to secure a sample which 

would be more representative of the total population by 

including the reluctant responders as well as the eager ones. 

The statistical analysis of the data returned on the 

questionnaires was confined to a simple tabulation of fre-

quency and percentage of response to each item. Since the 

purposes of the study included only the determination of the 

opinions of the practicing professionals on content, format, 

and competencies required in a possible formal instructional 

program, significant differences of opinion that might 

exist between age, school, and experience differentials, 

while interesting, were not essential to the completion 

of the study. 



CHAPTER IV 

RESULTS AND ANALYSIS 

Profile of the Study Sample 

The sample selected for this study represented approx-

imately one-sixth of the total member institutions of the 

Council for the Advancement of Education (CASE). Of the 289 

questionnaires mailed to the sample population, 193 were 

returned in time for analysis. The sample was equally 

stratified by type of member school to represent the distri-

bution of membership in CASE. Correspondingly, the responses 

were almost evenly divided among the three categories: 

(1) public colleges and universities, (2) private colleges 

and universities, and (3) private independent schools. 

The majority of the respondents held titles that indi-

cated a development/fund-raising assignment. In some cases 

it was obvious the content of the questionnaire had caused 

it to be passed to the development officer from the actual 

membership representative. In others the public information 

officer although out of his direct area of administrative 

assignment answered. Spot comparisons of the responses 

revealed no discernible differences except perhaps in a 

higher regard for the value of journalistic course work 

among the public information officers. In the private 

45 
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Independent school category, the headmaster was the respon-

dent in many cases. 

Expectedly, the years of educational resource develop-

ment experience of the sample were not distributed normally 

among the respondents. 

The percentage responses in the third category of 

Table II present a possible contradiction to the previous 

TABLE II 

DEMOGRAPHIC DATA ON THE RESPONDENTS 

Demographic Factor Units 

Years of Experience 

Percentage 
Response 

1-3 Years 4-9 Years 10-20 Years Over 20 Years of Experience 

Percentage 
Response 24.2 31.8 28.9 8.8 

Number of Positions 

Percentage 
Response 

1-3 4-9 10 or Over Number of Positions 

Percentage 
Response 70.1 26.8 3.1 

Time in Current 
Position 

Percentage 
Response 

Less than 
2 Years 2-6 Years 7-9 Years 

Over 10 
Years 

Time in Current 
Position 

Percentage 
Response 33.5 38.7 14.9 12.9 

categories. However, the possibility of promotion and/or 

expansion of duties interpreted as a change of position would 

seem to greatly reduce that contradiction. Otherwise, the 

sample of this study seems to be fairly representative of the 

membership of CASE. Further, the data validates the assump-

tion that the repondents were mostly experienced professionals, 
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Preferred Areas of Professional Preparation Activities 

From the response level "some help" through "very 

helpful" to "essential" each of the study disciplines or 

activities named in the questionnaire secured a majority of 

favorable responses; or, in other words, none of the sug-

gested areas of study were judged "useless" or "not much 

help" by a majority of the sample respondents. However, 

Table III illustrates that certain disciplines ranked dis-

tinctly higher than others. 

TABLE III 

PREFERRED AREAS OF PROFESSIONAL PREPARATION ACTIVITIES 
(Response Percentages) 

Ranks 
Subjects Not Much Some Very 

Useless Help Help Helpful Essential 
Undergraduate 
courses in: 

Composition .5 2.6 14.5 38.5 43.8 
Business 0 4.6 24.2 53.6 17.5 
Journalism .5 3.2 21.6 54.7 20.0 
Education 6.8 27.6 35.9 22.9 6.8 
Graphic Arts 0 8.99 34.4 52.9 3.7 

Graduate courses 
in: 

Management 0 4. 3 21.8 53.7 20.2 
Accounting 3.2 16.1 49.4 27.9 3.2 
Journalism 1.1 11.9 36.9 42.9 7.1 
Education 7.5 29.4 38.0 14.9 10.2 
Public Relations 1.1 1.1 20.6 51.9 25.4 

Previous position in 
other field of: 

Education 2.8 8.3 40.0 41.1 7.8 
Business 1.1 1.1 31.9 56.6 9.3 
Other 2.7 1.4 32.4 52.7 10.8 

In-service confer-
ences of the 
profession: 

General Topics 1.6 5.9 39.5 40.5 12.5 
Special Topics 1.6 0 16.8 53.8 27.8 
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When asked about the preparatory value of positions in 

other fields, the respondents were only slightly more en-

thusiastic than for the academic methods of preparation. 

Previous positions in business were favored over those in 

education by a wide margin. 

Required Personality Traits, 

Competencies and Skills 

The combination of personality traits, competencies and 

skills which practicing professionals feel are required of the 

professional and therefore to be sought in educational objec-

tives of preparatory work for educational resource development 

was the subject of the lengthiest segment of the questionnaire. 

Table IV lists the traits and the percentage of endorse-

ments each received in the two favorable levels "frequently 

TABLE IV 
DESIRABLE PERSONALITY TRAITS 

Most Essential 
1. Tact 
2. Self-confidence. . 
3. Flexibility. . . . 
4. Attention to detail 
5. Team member. . . . 
6. Self-direction . . 
7. Creativity . . . . 
8. Candor 
9. Curiosity 
10. Independence . . . 
11. Aggressiveness . . 
12. Strong Intellect . 
13. Gregariousness . . 
14. Lone Worker. . . . 
15. Stubborness. . . . 

Frequently Useful 
8 5 . 6 7 o Candor 4 9 . 2 7 o 

79.4 Independence . . . . 4 8 . 9 
69.6 Strong Intellect . . 48.7 
64.8 Gregariousness . . . 43.8 
58.0 Curiosity 43.0 
58.0 Creativity 42.3 
50.5 Aggressiveness . . . 40.7 
34.1 Team member 33.2 
31.2 Self-direction . . . 32.3 
20.2 Flexibility 29.0 
29.9 Attention to detail. 27.3 
28.5 Self-confidence. . . 19.6 
20.9 Lone Worker 19.0 

5 .9 Tact 13.8 
3.7 Stubborness 7 . 4 

useful" and "essential" and in declining rank order from the 

highest percentage to the lowest. Of all the personality 
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traits suggested to the sample group only two, lone worker 

and stubbornness, failed to receive approval. 

In the area of basic skills there was none that failed 

to be judged useful to some degree. However, it is 

interesting to note that in spite of the high level of 

importance given to undergraduate courses in graphic artis-

try, basic skills in that area ranked lowest among the 

other skills mentioned in this section of the questionnaire. 

Table V presents the percentage responses of those basic 

skills. 

TABLE V 

BASIC SKILLS REQUIRED 

Most Essential Frequently Useful 

1. Writing/composition. 60.6% Public Speaking. . . 52.3% 

2. Persuasion 51.0 Research 45.6 

3. Public speaking. . . 37.9 Persuasion 39.2 

4. Research 15.0 Graphic artistry . . 35.4 

5. Graphic artistry . . 2.6 Writing/composition. 34.0 

Specific content masteries and competencies were 

presented in the questionnaire in three separate groups: 

Concepts, Techniques, and Knowledge (broad topical subjects). 

Tables VI, VII, and VIII illustrate the levels of endorse-

ment secured in each category of those groups. 
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TABLE VI 

SPECIFIC CONTENT MASTERIES/CONCEPTS 

RESPONSE PERCENTAGES 

R a n k s 

Concepts Irrel-
evant 

Seldom 
Useful 

Occasion-
ally 
Useful 

Frequently 
Useful 

Essen-
tial 

Program organiza-
tion and 
management 0 0 1.6 25.1 73.3 

Personnel and 
volunteer 
motivation 0 0 3.7 34.4 51.9 

Evaluation and 
execution of 
gift prospect 
contacts 1.1 .5 12.3 39.6 46.5 

Effects of aca-
demic program-
ming on gift/ 
support needs 
and goals .5 2.7 23.8 46.5 26.5 

Traditional and 
nontraditional 
sources of educa-
tional income 1.6 1.1 22.8 45.1 29.4 

All these concepts were judged by the respondents to be 

extremely important; each concept scoring over seventy per-

cent approval in the combined top two levels of usefulness. 

It is interesting that program organization and personnel 

motivation were regarded as essential by the overwhelming 

majority of all respondents. 

The section on techniques dealt with the actual 

mechanics of fund-raising activity and presented those 



51 

mechanics in the standard terms and categories used by the 

profession. Direct mail solicitation was the most impor-

tant, followed in second place by project budget making. 

TABLE VII 

SPECIFIC CONTENT MASTERIES/TECHNIQUES 

RESPONSE PERCENTAGES 

R a n k s 

Techniques Irrel-
evant 

Seldom 
Useful 

Occasion-
ally 

Useful 
Frequently 
Useful 

Essen-
tial 

Direct Mail .5 .5 16.5 37.6 44.9 

Telephone solici-
tation .5 2.6 25.4 46.6 24.9 

Capital Campaigns 1.6 3.2 27.9 36.0 31.2 

Prestige gift clubs 2.1 6.4 29.4 33.7 28.3 

Deferred gifts 1.1 4.8 23.2 35.7 35.1 

Gift proposal 
writing 2.1 5.4 16.6 41.2 35.8 

Project budget 
making 1.1 3.2 16.6 41.2 37.9 

Although the design for the analysis of the results defined 

"favorable response" as anything at the third level and higher, 

the high percentage of responses in the top two levels in 

both section II and III of the questionnaire allowed those 

levels to fill the definition of favorable without using 

level three. 
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Finally, the broad knowledge areas were presented. 

The majority of respondents judged the first two areas some 

what higher than the third. 

TABLE VIII 

SPECIFIC CONTENT MATERIES/KNOWLEDGE 

RESPONSE PERCENTAGES 

R a n k s 

Knowledge Irrel-
evant 

Seldom 
Useful 

Occasion-
ally 
Useful 

Frequently 
Useful 

Essen-
tial 

Educational admin-
istrative theory 4.9 9.3 34.2 37.5 13.8 

Federal/State roles 
in gift motiva-
tion 

1.1 7.1 31.3 39.6 20.9 

Current controver-
sies in American 
education 

2.8 12.6 37.3 38.5 8.8 

Future Personnel Needs in Educational 

Resource Development 

Since higher education has been criticized in recent 

years for creating new instructional programs on the unveri-

fied assumptions of great personnel needs, a special section 

was included in this study to assist in a partial assessment 

of the potential demand for professionals in this specialty 

of educational administration. Seven basic types of 
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advancement positions were listed: alumni affairs, develop-

ment/fund-raising, public relations, public information, 

publications, government relations, and church relations. 

Respondents were asked to report which of the above were not 

needed, needed, or most needed as new positions at their 

institutions. Results in this section are more significant 

in the review of response frequency rather than percentage. 

TABLE IX 

POTENTIAL PERSONNEL NEEDS 

P o s i t i o n Needed 
Most 
Needed Total 

Alumni Affairs 92 39 131 

Development/Fund-Raising 44 99 143 

Public Relations 73 50 132 

Publications 93 39 132 

Public Information 86 33 119 

Government Relations 80 18 98 

Church Relations 27 10 37 

Total 792 

With the study sample representing one-sixth of the CASE 

membership, it is possible to project a potential demand for 

new advancement positions in American higher education at the 

overwhelming number of 4,752. However, most of the respon-

dents have neither total budget control nor authority over 
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all the positions listed. A more realistic projection of 

potential demand would have to consider these factors as 

well. 

Formal and Informal Certification Programs 

Formal certification programs in educational resource 

development do not now exist. In their absence other cri-

teria have been used by hiring officers to select new 

professionals in this administrative specialty. Therefore, 

a section of the questionnaire was designed to determine 

which formal programs and some more informal experiences 

were the most used criteria in the hiring process for 

advancement positions. An attempt was also made in this 

section, to insert some yet-to-be-designed formal programs 

for evaluation as hiring criteria as well. That attempt 

failed for the lack of a common understanding of the new 

programs that had been inserted. 

In the evaluation of formal academic programs as 

criteria, respondents were asked to rank all three levels of 

academic work in any field: bachelor's, master's, and 

doctor's degrees. The degrees were then listed by several 

areas of specialty similar to previous sections of the 

questionnaire. With the exception of a bachelor's degree in 

any field, all other formal academic programs were judged 

"not essential" by the great majority of respondents. It 
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appears that this section of the questionnaire may have been 

interpreted by respondents differently from its original in-

tent and, therefore, it failed to secure as useful informa-

tion as possible. 

TABLE X 

FORMAL ACADEMIC CERTIFICATION PROGRAMS 

RESPONSE PERCENTAGES 

Degrees 

R a n k s 
Unrelated 

to 
Position 

Not 
Essential 

Usually 
Needed 

Most 
Essential 

Bachelor's Degree 
Any field 
Business 
Education 
Journalism 
Psychology 

2 . 8 
5 . 1 
9 . 9 
3 . 5 
12.6 

5 . 5 
5 3 . 8 
6 4 . 6 
5 0 . 3 
6 8 . 5 

4 3 . 1 
3 3 . 5 
3 3 . 5 
3 7 . 3 
1 5 . 7 

4 8 . 6 
7 . 6 
3 . 1 
8 . 7 
3 . 1 

Master's Degree 
Any field 
Educational Resource 
Development 

Business 
Education 
Journalism 

9 . 6 

6 . 5 
6 . 5 

1 0 . 4 
7 . 1 

5 4 . 5 

5 8 . 4 
6 7 . 1 
6 8 . 2 
6 8 . 4 

28 .7 

2 1 . 4 
2 5 . 2 
1 9 . 5 
22.6 

7 . 2 

1 3 . 6 
1 . 3 
1 . 9 
1 . 9 

Doctorate 
Any field 
Educational Resource 
Development 

Business 
Education 
Journalism 

2 7 . 5 

19 .6 
19, 
21 
21.2 

6 8 . 8 

6 6 . 6 
6 8 . 4 
7 2 . 6 
7 1 . 5 

2 . 9 

7 . 8 
9 . 2 
3 . 9 
5 . 9 

5 . 8 
2.6 
1 . 9 
1 . 3 

The less formal, less academically oriented programs 

were better ranked. Advancement work internships; certifi-

cates of completion from special workshops, courses or 
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conferences; previous experiences in a related, field; and 

previous experiences in another position within education 

were all judged either "occasionally useful" or "essential" 

by three-fourths of all respondents. 

TABLE XI 

INFORMAL CERTIFICATION ACTIVITIES 

RESPONSE PERCENTAGES 

R a n k s 

Activities 
Irrel-
evant 

Seldom 
Useful 

Occasion-
ally 
Useful 

Essen-
tial 

Advancement work internship 
experience 2.1 3.2 72.8 21.8 

Certificate of completion 
or merit from special 
conferences or workshops 

5.3 17.6 62.8 14.4 

Previous experience in a 
related field outside 
education 

1.5 3.2 77.8 17.5 

Previous experience in 
similar positions within 
education 

1.1 2.1 74.2 22.6 

Preferred Organization and Content 

of Formal Degree Programs 

The absence of any previously existing formal degree 

program for educational resource development left the re-

spondents to the final portion of the questionnaire without 

a model for comparison. Nevertheless, when faced with a 
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TABLE XII 

PREFERRED ORGANIZATION AND CONTENT OF FORMAL 
DEVELOPMENT/ADVANCEMENT DEGREE PROGRAMS 

RESPONSE PERCENTAGES 

Statement Agree 
Degree of Agreement 

No Opinion Disagree 

Advancement techniques have 
become standardized enough to 
be taught as a subject of for-
mal study. 

In-service training for new 
professionals is the best 
procedure to insure competent 
staff members. 

Graduate programs in general 
public relations are suffi-
cient preparation for 
professionals in educational 
fund-raising. 

A master's degree in educational 
resource development should 
have at least one-third of the 
course based on internship 
experience. 

The best way to teach institu-
tional advancement would be 
through a series of case 
studies. 

Your own performance in the edu-
cational resource development 
field would have been improved 
through specific degree work 
in the field 

Without prior experience, it 
takes two to three years for 
a new professional to learn 
techniques and philosophy of 
educational fund-raising. 

A professional preparation 
program should terminate with 
some form of overall compe-
tency evaluation. 

6 1 . 5 

76 .7 

10.0 

7 3 . 3 

3 4 . 2 

5 2 . 1 

7 3 . 3 

7 0 . 2 

1 9 . 8 

9 . 8 

14 .7 

2 1 . 5 

3 7 . 4 

21.6 

8 . 9 

15 .7 

18.8 

1 3 . 5 

7 5 . 4 

5 . 2 

2 8 . 4 

2 6 . 3 

1 7 . 3 

1 4 . 1 
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"disagree," "no opinion," or "agree" choice on the eight 

statements regarding format and content, they were not 

equivocal. The only topic not receiving less than a 

favorable rating from the majority of resondents was the 

statement regarding case studies as an instructional method. 

Response Differences by School Type 
or Individual Experience 

Although not technically a question for this study, the 

possibility of response differences due to the type of 

school of the respondent or the number of years of profes-

sional experience made interesting speculation. Therefore, 

comparisons were made over the category of school and the 

years of experience. There were a few interesting but not 

surprising discoveries. 

In the area of academic preparation a higher percentage 

of public school professionals chose more of the disciplines 

related to management and long-term cultivation efforts 

writing, public relations, and journalism while private 

college people reflected more skepticism of current academic 

training. 

Private college advancement professionals had higher 

percentage responses to the value of actual techinques of 

fund-raising as items of required skills than did either the 

public university or independent school personnel. The 

immediacy of fund needs and the pressures to meet next year s 
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fund needs in the private sector may have influenced these 

responses. Likewise the personality traits associated with 

highly visible activity; aggressiveness and self-direction, 

scored higher with private college respondents than with the 

others. Also independent school people were suprisingly 

unimpressed with the professional's need for knowledge of 

administrative theory. 

Years of experience also seemed to influence responses 

in some interesting ways. Generally, professionals with more 

than twenty years of experience tended to believe that most 

any topic, item, or technique had some relevancy to advance-

ment work and nothing was absolutely essential. Also, 

middle-ranged years of experience respondents tended to favor 

the more theoretical and abstract items while both the 

novices and the veterans preferred the concrete subjects and 

the basic items. Some of the specific items are worth 

noting. 

Novices were kinder with both education and business 

courses as good preparation, while the mid-range respondents 

gave their highest ranks to journalism and public relations. 

In the area of personality traits, the veterns' highest 

preferences were for tact, intellect, curiosity, and inde-

pendence; the novices chose attention to detail, self-

confidence, flexibility and team consciousness as well as 
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tact, but the mid-range respondents perceived no such special 

peaks of emphasis. 

Some of the widest differences between responses of the 

different experience groups were observed in the area of 

informal certification programs as criteria for advancement 

employment. Internship experience ranked highest as occasion-

ally useful with veterans and lowest with novices by almost 

twenty percentage points. Previous experience outside the 

field of education was regarded as essential by 24 percent 

of novices and only 6 percent of the veterans. But previous 

experience within education ranked as essential in reverse. 

9 percent of the novices and 31 percent of the veterans. 

Experience seems to affect least the responses dealing 

with organization, content, and format. With the exception 

of the degree of dissatisfaction with graduate work in 

public relations, where there was a percentage point spread 

of twenty-two points between novices (66 percent) and 

veterans (88 percent), most respondents by experience groups 

answered similarly to the total sample. 

Not only from the analysis of total data tabulations, 

but also from the surface review of school type and exper-

ience differences the results of the study appear to point 

to some possible directions for formal coursework in educa-

tional resource development. 
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Analysis of the Results 

By seeking answers to the research questions presented 

in Chapter I, this study was designed to determine if there 

was a need for the specialized preparation of educational 

resource development officers; to ascertain what competen-

cies are required of professionals in this field; and to 

describe those competencies so that they might become com-

ponent parts of a program of professional preparatory study. 

This review of the results of the study as well as the sur-

vey of related literature, particularly the professional 

conference topics, as reported in Chapter 11, provides strong 

affirmative answers to all of the research questions of the 

study. 

1. A majority of experienced practicing professionals 

in the field of educational resource development agrees that 

some form of specialized preparation for new professionals 

is needed. The percentage of responses agreeing with each 

of the following statements supports this affirmative anal-

ysis : 

Advancement techniques have become standardized 

enough to be taught as a subject of formal study. 

Your own performance in the educational resource 

development field would have been improved through 

specific degree work in the field. 
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Without prior experience, it takes two to three 

years for a new professional to learn techniques 

and philosophy of educational fund-raising. 

Further evidence in support of their position is avail-

able in the reaction to the statement on the adequacy of 

currently available graduate programs in public relations. 

These opinion, when combined with the professionals' own 

estimates of future personnel needs in the field, make a 

case for the need for some form of professional preparation 

beyond that which is currently available. 

2. Practicing professionals, through their responses to 

this survey, have identified and described several competen-

cies as well as personality traits and basic skills which 

are required of the educational development officer. In 

addition they have identified those previously established 

academic disciplines which are most helpful in the prepara-

tion of professionals. 

Under the area of basic skills and competencies a 

summary and synthesis of the results indicates that educa-

tional resource development officers are required to be 

skillful users of the written and spoken word for both 

persuasive and descriptive communication. 

In the area of concept and technique competencies, 

development/advancement officers must be able to apply basic 

managerial and motivational techniques to both the analysis 
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of institutional fund needs and the prospective gift fund 

sources that can be expected to meet these needs. In so 

doing they must have sufficient knowledge of the various 

techniques of fund solicitation (direct mail, telephone, 

capital campaigns, deferred gifts, proposal writing and 

project budget making) to be able to apply the proper tech-

nique to the most likely source. 

The personality traits identified by the respondents 

that best equip the professional for these activities, 

taken collectively, might be summarized by the three words, 

flexibility, originality, and integrity; thus implying the 

professional's need for a capacity to respond positively 

and honestly to many different personalities without being 

carefully supervised. This interpretation is supported by 

the several instances when respondents wrote on the question-

naire the words "compassion," "integrity," patience, and 

perseverance," in addition to the other traits printed in 

that section. In other words, the professional must 

genuinely like people of various sorts and like working 

closely with them, putting more emphasis on the "whys" of 

his work than on the "hows." 

3. A majority of experienced practicing professionals 

agreed on a general format for a formal program of degree 

work for prospective professionals through their positive 

agreement with the following statements: 
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A master's degree in educational resource develop-

ment should have at least one-third of the course 

work based on internship experience . . . 

A professional preparation program should terminate 

with some form of overall competency evaluation. . . 

The inclusion of an internship in the format of a formal 

program received further support when a large majority 

described it as occasionally useful or essential as a hiring 

criterion in the profession. Finally, there was a slight 

indication of a trend toward at least master's level profes-

sional preparation indicated by an approximate 25 percent 

response favoring master's degrees in educational resource 

development or business as "usually needed" or "most essen-

tial." Although the questionnaire respondents were not 

overly impressed by currently available education courses, 

most writers on the subject of professionalism, as reported 

in Chapter II, as well as the practicing professionals 

themselves through their choice of the most popular confer-

ence topics have indicated a clear preference for "education" 

as the proper field of study in which educational resource 

development should emerge as an administrative speciality 

study area. 

In spite of those encouraging elements of the study 

results, there is still insufficient evidence to do more than 

suggest a general format for formal study programs. 



CHAPTER V 

SUMMARY, CONCLUSIONS, IMPLICATIONS, 

AND RECOMMENDATIONS 

Summary 

This study has examined three broad sources of infor-

mation and opinion in its review of the need and design of 

graduate study in the field of educational resource develop-

ment: the writings of professional development officers, 

the list of popular professional conference topics over the 

last five years, and the opinions of a randomly selected 

sample of the membership representatives in the professional 

organization, Council for Advancement and Support of Educa-

tion (CASE). From those sources the study has revealed 

several items in support of its purposes outlined in 

Chapter I. 

1. There is general agreement among practicing pro-

fessionals that more formal career development programs are 

needed. 

2. Business and journalism are the broad areas of 

study contributing most at present to the development of 

useful skills and competencies required of advancement 

officers, beyond the basic skills of composition and communi-

cation. Psychology and education are also considered 

possible secondary sources of useful concepts. 

65 
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3. Actual solicitation techniques and mechanics are 

considered useful competencies for the professional. 

4. Internal management and personnel motivational 

skills are as important or more so than actual solicitation 

skills. 

5. The broad characteristics of flexibility, origi-

nality, and integrity summarize the personality requirements 

of advancement work. 

6 Future personnel needs in the development/advance-

ment field, as reported by the professionals responding to 

the questionnaire, are broad. 

7. Formal study programs should have a major compo-

nent based on practical on-the-job type experiences, 

exemplified by the internship concept and should conclude 

with some form of overall competency evaluation. 

8. At present the only academic degree criterion 

being universally applied to the selection of new profes-

sionals is a bachelor's degree in any field, in spite of 

growing preferences for graduate degree holders in some of 

the disciplines mentioned above. 

9. There is a general belief among professionals that 

an educational resource development officer must thoroughly 

know the state of education, even if such knowledge does not 

come from formal courses. 
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Conclusions 

Although this study did not generate sufficient infor-

mation upon which a model curriculum could be specifically 

defined, from the findings several conclusions emerged as 

possible guidelines. For example, it can be concluded that. 

1. General prerequisites for graduate work in educa-

tional resource development could include business, 

journalism, or education undergraduate courses or previous 

professional experience in those fields. 

2. Deficiencies of the individual student in the 

areas mentioned above should be addressed by a major segment 

of the study curriculum. 

3. The techniques of gift solicitation, management, 

and administration might be the core of the program. 

4. Cross-disciplinary flexibility must be a part of 

the curriculum design if students are to develop the variety 

of skills required. 

5. An actual on-the-job and for-credit internship 

must be a major part of the curriculum. 

6. The program or curriculum should be installed first 

at the master's level rather than the doctoral. 

7. Although graduate schools of journalism or busi-

ness can make important contributions to the curriculum, the 

preference of professionals for a knowledge of the state of 

education is more likely to place the curriculum in the 

province of graduate programming in the field of education. 
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From these conclusions a sample curriculum can be 

implied and used for initial curricular experimentation. 

Implications: A Suggested Curriculum 

A master's degree in educational resource development 

offered in a graduate school of education could require, as 

admission standards, bachelor's degree work in business, 

journalism or education, or work experience of one year in 

those fields. 

The master's degree curriculum could have three major 

blocks of work. 

Business/Education/Journalism/Psychology core could 

contain courses in management, history of education, educa-

tion administration, accounting, finance, educational 

philosophy, copy writing, business journalism, business 

communication, and others. Individual's course selections 

would depend on deficiencies of previous work or experience. 

Total hours in the block could be twelve. 

The Resource Development core could contain courses in 

solicitation techniques, volunteer motivation, proposal 

writing, prospect research, program organization, government 

relations, constituent relations, federal funding, deferred 

gifts, and gift tax law, from which choices would be made. 

Again, individual's course selections could depend on 

specialties desired and likely future employment preferences. 

Total hours in this block could also be twelve. 
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The Internship could contain a two-part intern expe-

rience divided into nine and three hour segments. The short 

segment could be used to acquaint the student by visitation 

with various functioning development offices in participating 

universities. The long segment could then be spent by the 

student in work experience in the development office of a 

participating school. The choice of which school could be 

a function of the student's likely future career needs. 

A final overall competency evaluation, in lieu of 

thesis, for such a curriculum could be the logical result 

of the long segment of the internship. The student could 

be asked to submit a detailed analysis of an educational 

resource development program complete with weaknesses, 

strengths, handicaps, priorities, and other considerations 

on either an actual program or a hypothetical one designed 

for the student. 

Such a curriculum as the one suggested above would 

seem to be one valid way to install a program that fits the 

requirements discovered by this study. It is definitely not 

the only way or the way prescribed by the results of this 

s tudy. 

In addition, there is the implication that professional 

advancement officers must be adroit at presenting their 

descriptive and persuasive communications in an aesthetically 

pleasing manner. At the same time they must be able to 
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pursue detailed data with the precise methods of a skillful 

researcher. 

Recommendations 

The daily mail brings to many development officers an 

increased number of promotional brochures offering short 

courses, seminars, workshops, summer academies and lectures 

on cassettes, all as efforts to provide an increased level of 

training or certification for the practicing advancement 

officer. As noted earlier the professional organizations 

have adopted the goal of creating formal career development 

programs. The continuing crisis in the finance of education 

» and the deepening competition among schools for the same 

dollars is causing institutions to seek more and better 

prepared development personnel. These conditions and the 

results of this study indicate clearly the probable direc-

tion in which the educational resource development profession 

will move in career development in the near future. These 

evidences, therefore, support some specific recommendations 

and constitute only the first steps in the development of an 

appropriate curriculum. 

1. Additional studies should be done to determine 

success criteria as well as effective evaluation techniques 

for both educational resource development students and 

professionals. These techniques, when developed, could not 

only assist the individual in his in-service training, but 
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could also serve to validate or recommend changes in curric-

ular content, thereby contributing much to the overall 

improvement of the profession and, through it, the general 

cause of education. 

2. Further study and work should be undertaken to 

determine other development/advancement curricular designs 

that would be compatible with the guidelines in this study. 

3. The pilot program should be monitored closely 

during its first years of operation for any emerging or 

changing points of curricular emphasis, content, or format. 

4. Preferably with the sponsorship or cooperation of 

the Council for Advancement and Support of Education (CASE), 

a major university should pilot a graduate program in 

educational resource development along the guidelines 

proposed in this study. 
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Item A 
. •c .*» 

COUNCIL FOR ADVANCEMENT AND SUPPORT OF EDUCATION 

Dear Colleague: 

One o£ the major areas of concern expressed by CASE members has been the 
career development of administrators responsible for alumni programs, 
educational fund raising, governmental affairs, publications, and public 
relations. 

As the person in the National Office of CASE responsible for career 
development, I have been spending a great deal of time gathering informa-
tion on the different levels and directions which seem appropriate in 
designing a career development program for CASE members. 

As a means for providing useful information to CASE, I would appreciate 
it if you would take some time to fill out the enclosed questionnaire^ 
I know you probably receive a great number of questionnaires, but I think 
this one is unique. It gives you an opportunity to have some input in 
the development of a new'field institutional advancement. 

Jim Reid, Director of Development at North Texas State University, is 
assisting me in this effort. Jim has developed the questionnaire and 
will be processing the data. To help in this work, I am enclosing a 
return envelope to be sent to him. I am sure Jim would appreciate any 
additional information or comments you may wish to include. 

Again, I deeply appreciate your assistance. With the data from this 
effort, CASE should be in a better position to assist educational insti-
tutions interested in developing academic programs in institutional 
advancement as well as to improve our own programs and services. 

Sincere1 

W. Michael Born, Ph.D. 
Vice President 

P.S. PLEASE RETURN BY MARCH 10. 
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Item B 

CAREER DEVELOPMENT ATTITUDINAL SURVEY 

1-6 

for office use only 

I. BACKGROUND INFORMATION, (please check one block) 

Current Title 

1. How many years have you been working in the field of educational resource dev-
elopment (higher education fund raising/public relations/alunni administration). 

1. 1-3 years; 2. 4-9 years; 3. 10-20 years; 4. over 20 years 

2. In how many areas of responsibilities (positions) have you served in that time? 
1. 1-3; 2. 4-9; 3. 10 or more 

10 years or more 
3. How long have you been in your current position? 

1. less than 2 years; 2. 2-6 years; 3. 7-9 years, 4._ 

II. ACADBHC PREPARATION FOR EDUCATIONAL RESOURCE DEVELOPMENT/1NSTITUTIONAL ADVANCE-

MENT. 

Rank each of the items in the left hand colunn according to the scale at the right 
for how you feel they would prepare the prospective professional in institutional 

advancement work. 

1. Undergraduate Courses in: Useless 

2 
Not 

Much Help Some Help 

4 
Very 
Helpful Essential 

7 

8 

9 

Composition JJL 
JJ_ Business 

Journalism" 12. 
Education _LL 

Graphic Arts _14_ 

2. Graduate Courses in: 
Management" _LS_ 

Accounting JJL 
Journalism JJL 

Education" _ia_ 
Public Relations 

3. Previous Positions in other 
fields: 
Education 
Business 

_2IL 
2L 

Other: 22. 

I. In-Service Conferences of 
the Professional Organiza-
tions or others: 
General Topics 
Special Topics 

23 
24 

Other: 25 
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III. REQUIRED TRAITS, COMPETENCIES, SKILLS. 

Rank each of the items in the left hand colimn according to the scale at the right 
r 1 J.1 • « it - - . - © 

educational resource development officer. 

A. PERSONALITY 

1 

Irrele-
vant 

2 

Seldom 
Useful 

3 
Occasion-
ally 
; Useful 

4 
Fre-
quently 
Useful 

5 

Essen-
tial 

l. Tact 
fl - 26 

z. Aggressiveness 27 
x independence 28 
4. Lone worker 29 
b. Uregariousness 30 
o. belt - confidence 31 
7. ream member 32 
8. Sttibborness 33 
9. Self-direction 34 
10. Candor 35 
11. Flexibility 36 
12. Attention to detail 37 
13. Creativity 38 
14. Strong intellect 39 
15. Curiosity 40 
16. Other: 41 

B. BASIC SKILLS/COMPETENCIES 
1. Writing/composition 42 
2. Public Speaking 43 
3. Research 44 
4. Persuasion 45 
5. Graphic artistry 46 
6. Other: 47 

C. SPECIFIC CONTENT MASTERIES 
1. Concepts: 
a. Program organization and management 48 
b. Personnel and volunteer motivation 49 
c. Evaluation and execution of gift 

prospect contacts 50 
d. Effects of academic programing on 

gift/support needs and coals 51 
e. Traditional and non-traditional 

sources of educational income' 52 
f. Other: 53 
2. Techniques: 
a. Direct mail solicitation 54 
b. Telephone solicitation 55 
c. Capital campaigns 56 
d. Prestige gift clubs 57 
e. Deferred/planned gifts 

(estate planning} 58 
f. Gift proposal writing 59 
I. Project budget-making 60 
n. Others: 61 
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II. (cont.) 

qpi-r.TFTf CONTENT MASTERIES, (cant.) 

Irrele-
vant 

Seldcm 
Useful 

Occasion-
ally 
Useful 

Frequen-
tly 
Useful 

Essen-
tial 

3. Knowledge: 
a. Educational administrative theory 

62 

b. Federal/state roles in gifts 
motivation (tax laws) 

63 

c. Current controversies in American 
education 

d. Others: 

64 
65 

V. FUTURE PERSONNEL NEEDS IN EDUCATIONAL RESOURCE DEVELOPMENT 

. Evaluate the following advancement staff specialty areas according to the relative 
mportance of new positions in those areas to your institution, from 1 (not needed) to 

(most needed). ^ 

T Alumni affairs 
not needed, needed mnst needed 

66-68 
69-

2. Development/fund raising 
•71 

1TW 
T Public relations 
T. Public information 

Publications 

75-77 
1(80) bup 1-6 7-9 

10=12 
6. Government relations 
T. Church relations 

1(80) 13-15" 

FORMAL CERTIFICATION PROGRAMS IN EDUCATIONAL RESOURCE DEVELOPMENT? 

ssuming you are the hiring officer for executive appointments to your institution's 
dvancement staff, evaluate the following criteria for use in making your selection, 
lease rank each criterion on the following scale: 

Unrelated 
to position 

Not 
Essential 

Usually 
Needed 

Most 
Essential 

1. Bachelor's Degree Cany field)" 
T. Bachelor's Degree: 

Business 
17 
18 

Education 
Journalism 

19 
20 
21 Psychology 

Master's De; gree Cany field) 
T Master's Degree: 

Educational Resource Development 22 

Business 
23 
24 

Education 
Journalism 

25 
26 

5. Doctorate Cany field) 
Doctorate: 
Educational Resource Development 27 

28 
Business 79" 

3U~ Education 
Journalism 
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IV. (cont.) 
1 

Irrelevant 

2 

Seldom 
Useful 

3 
Occasion-
i aiiy 
Useful 

4 

Essential 
7. Advancement Work Internship 

Experience 

f •' 1 — 

31 
8. Certificate of Completion or 

Merit from Special Conferences, 
Courses, or Workshops in Educa-
tional Resource Development 32 

9. Previous Experience in a Relatec 
Field Outside of Education: 33 

10. Previous Experience in a Similar 
Position Within Education 34 

V. THE PREFERRED ORGANIZATION AND CONTENT OF POSSIBLE CERTIFICATION OR DEGREE PROGRAMS 
IN EDUCATIONAL RESOURCE DEVELOPMENT 

The following statements all relate to the possible format of a formal program of prepar-
ation for professionals in education resource development (institutional advancement). 
Please indicate your reaction to the statement by marking the appropriate blank to the 
right of the statement. 

TI Advancement techniques have become standardized 
enough to be taught as a subject of formal study 

Disagree No Opinion 
3 

Agree 

1 In-service training for new professionals is the 
best procedure to insure competent staff members. 
Graduate programs in general public relations 
are sufficient preparation for professionals in 
educational fund raising. 

35 

36 
3. 

T. A master's degree in educational resource devel-
opment should have at least 1/3 of the course 
work based on internship experience. 

T. The best way to teach institutional advancement 
would be through a series of case studies. 

6"! Your own performance in the educational resource 
development field would have been improved 
through specific degree work in the field. 

37 

38 

39 

Without prior experience, it takes 2 to 3 years 
for a new professional to learn techniques and 

y of educational fund raising. 

40 
7. 

phllOSOphy vi. i.u»m 
A professional preparation program should termi 
nate with some form of overall competancy eval-
uation. 

41 

42 
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Item C 

north tenas 
university 

ectucatl?sial, 
§ ©IIIICt «lt t SI€J • 

n . f . box 13825 denton, texas 76203 

April 27, 1976 

Dear Col 1eague: 

Last month you received from the C.A.S.E. National Office a 
questionnaire asking your opinion on a series of issues which 
deal with the possible creation of a course of study in the 
general field of educational fund raising and development. 
Early responses from many have indicated widespread interest in 
the topic. 

Your answers to that questionnaire are important to the comple-
tion of the survey and we hope that you will send your answers 
in as soon as possible, if you have mislaid the original form, 
an additional one is available. Please write to: 

Jim Re id 
NTSU Educational Foundation 
NT Box 13825 
Denton, Texas 76203 

Since the validation of a new curriculum depends heavily on the 
opinions of experienced practicing professionals like yourself, 
we hope you will share your thoughts with us through your ques-
tionnaire response as soon as possible. 

. Sincerely yours, 

- V 
i 

Jim Reid 

JR/ls 
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Item D 

fJ\ north fft&as 
I n s t a t e rnsverstty 

educat ional 
icmndaiion, inc. 

n. t. box 13825 denton, texas 76203 

Dear CASE Institutional Representative: 

As a part of the AAC-ACPRA merger studies over two years ago, 

several clear program preferences emerged. One of those prefer-

ences was for the new organization to energetically pursue the 

creation of several career development programs. 

This spring CASE has sponsored research into the opinions of its 

members regarding one of the several possible formats for "advance-

ment" career development. Questionnaires were distributed in late 

March to several members. You were supposed to have received one! 

However, in follow-up we have discovered that many were lost in 

the mai1. 

For that reason I have enclosed a duplicate in hopes that you will 

be able to respond by June 1. Please mail to: 

Mr. Jim Re id 

NT Box 13925 
Denton, Texas JS2Q3 

When complete, the study should provide all of us new insights 
into the content preferences for career development programs in 
the "advancement" profession. Your help is needed and appreciated, 

Sincerely, 

1 
< ^ ) U ^ 

Jim Re i d 

JR: 1 s 

'• enc: CASE Questionnaire 

79 

Board of Di rectors: A . M. Wi l l i s , Jr . of Longv iew, Chairman, E. Bruce Street of Graham, C. Dean Davis of Aus t in , Gordon 
Carpenter of Da l las , Homer Bly of Denton. Execut ive Director : Jim Reid 



BIBLIOGRAPHY 

Books 

The Carnegie Commission on Higher Education, The More^ 
Effective Use of Resources: An^Imperative for Higher 
Education. New York, McGraw-Hill, 1972. 

Higher Education: Who Pays? Who Benefits? Who 
SHould~FlyT, New York, McGraw-Hill, 197ZT 

Cunniggim, Merriman, Private Money and Public Service, 
New York, McGraw-Hill, 1972. 

Dressel, Paul A. and Lewis B. Mayhew, Higher Education as a 
Field of Study, San Francisco, Jossey-Bass, 1973. 

Hiebert Ray Eldon, Trends in Public Relations Education, 
New York, Foundation for Public Relations Research 
and Education, Inc., 1971. 

Ingraham, Mark H., The Mirror of Brass: The Compensation 
and Working Conditions of College and University 
Administrators, Madison, Wisconsin, The University of 
Wisconsin Press, 1968. 

Kaeger, Dexter M., editor, Financing Higher Education, 
1960-70, New York, McGraw-Hill, 1959. 

Kent Leonard editor, Graduate Education Today and Tomorrow, 
Albuquerque, University of New Mexico Press, 1972. 

Knowles, Asa, editor, Handbook of College and University. 
Administration—Volume 1, New York, McGraw-Hill, 1970. 

Leslie, John, Focus on Understanding and Support, Washington, 
American College Public Relations Association, 19oy. 

Seeking the Competitive Dollar: College^Management 
IrTthe 1970's, Washington, American College Public 
Relations Association, 1971. 

Mayhew, Lewis B., Changing the Curriculum, San Francisco, 
Jossey-Bass, 19717 

Graduate and Professional Education, New York, 
McGraw-Hill, 1970. 

80 



81 

and Patrick I. Ford, Reform in Graduate and 
"Professional Education, San Francisco, Jossey-Bass, 1974. 

McAnally, Stanley R., editor, Major Gift Societies, Washing-
ton, American Slumni Council, 1970. 

Seymour, Harold J., Designs for Fund Raising, New York, 
McGraw-Hill, 1966. 

Warner, Irving R. , The Art of Fund Raising, New York, Harper 
and Row, 1975. 

Articles 

American College Public Relations Association, "ACPRA ^ 
Reports: Higher Education and the Performing Arts, 
Techniques, VII (October, 1972), 2-14. 

"ACPRA Reprots: People to People Programs," 
Techniques, VII (December, 1972), 6-24. 

Anderson, Paul, Ernest L. Boyer, and William McGill, "The 
Crisis of Money and Identity, Change, IV (September, 
1972), 36-40. 

Bernays, Edward L., "Parity for Public Relations in Higher 
Education," ACPRA College and University Journal, XI 
(September, 1972), 6-10. 

Britt, William M., "Advancement Personnel Move to the 
Classroom," Techniques, VII (February, 1972), 19-21. 

Chadwick, Charles, "Groundwork for the New Development Man, 
Techniques, IV (April, 1969), 1-3. 

Cutlip, Scott M., "Advertising Higher Education: The Early 
Years of College Public Relations, ACPRA College and 
University Journal, IX (Fall, 1970), 21-28. 

Forrest, Winston, E., Jr., "Leadership Qualities Vital to 
Our Professions," Alma Mater, XLI (Spring, 1974), 15-1/. 

Johnston, Noel, "A President Looks at Development," 
Techniques, X (September, 1971), 7-9. 

Kane Paul, "The Institution in Search of Advancement Chief 
'Executives," Fund Raising Management, VII (March/April, 
1976), 30-32. 



82 

McCutheon, Stephen C. , "Principles of Public Relations," 
ACPRA College and University Journal, XII (January, 
1973), 9-13. 

Pease, Earl William, "Corporate Chiefs Help College Develop 
Public Relations Course," Public Relations Journal, 
XXXVI (September, 1972), 14-16. 

Pride, Cletis, "ACPRA Reports: Austerity Hits Advancement 
Programs," ACPRA College and University Journal, XI 
(March, 1977^17-20. 

Roberts, Dwight V., Jack R. Maguire, and John W. Sheetz, 
"Three Pros Talk Shop on Professionalism," Alma Mater, 
XXXIX (November, 1972), 38-46. 

Schraeder, Richard M. and Earl C. Bolton, Professionalism 
in Campus Public Relations and Development," Techniques, 
VII (June, 1972), 14-16. 

Reports 

American Alumni Council—American College Public Relations 
Association, The Joint Study Committee Status Report, 
Washington, AAC-ACPRA, 1973. 

American Alumni Council, Proceedings of the Summer Institute 
in Educational Fund Raising, Aspen, AAC, 1972. 

Commission on Private Philanthropy and Public Needs, Giving 
in America: Toward A Stronger Voluntary Sector, 
Washington, Commission on Private Philanthropyand 
Public Needs, 1975. 

Council for Financial Aid to Education--American Alumni 
Council, Voluntary Support of Education 1971-72, 
Washington, CFAE-AAC, 1973. 

, Voluntary Support of Education 1970-71, Washing-
ton', CFAE-AAC, 1972. 

, Voluntary Support of Education 1969-70, Washing-
ton, CFAE-AAC, 1971. 

National Board on Graduate Education, Outlook and Opportuni-
ties for Graduate Education: The Final Report; with 
Recommendations, Washington, National Board on Graduate 
Education, 1975. 



83 

Publications of Learned Societies 

American Alumni Council, Handbook on Administration of 
Charitable Remainder Trusts, Washington, AAC, 1972. 

American College Public Relations Association, New Trends 
i n Public Relations and Fund Raising at 1L Colleges 
and Universities, Washington, ACPRA, 1968. 

Bolman, Frederick, Toward Better Preparation of College and 
University Administrators, Washington,Association for 
Higher Education, 1964. 

Unpublished Materials 

American College Public Relations Association, unpublished 
staff position paper on educational development, 
Washington, 1970. 

Barton, Hal Clinton, "A Study of Self-Generated Funding 
Related to Institutional Development at Selected Western 
Colleges," unpublished doctoral dissertation, University 
of Utah, Salt Lake City, 1970. 

Ishoy, Victor A., "Fund Raising, A Function of Development 
in Financing Higher Education in the U.S.," unpublished 
doctoral dissertation, University of Wyoming, Laramie, 
1971. 

Sherratt, Gerald R., "The Institutional Advancement Program 
in State Colleges and Regional Universities," unpub-
lished doctoral dissertation, University of Tennessee, 
Knowxville, 1972. 

Smith, Edward C., unpublished memorandum, Department of 
Journalism, West Virginia University, Morgantown, 
October 30, 1975. 

University of San Diego, mimeographed circular to college 
and university development and placement officers, 
March, 1976. 


