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ABSTRACT

INSTITUTIONAL PROVISIONS FUR FACULTY

DEVELOPMENT IN SEVEN TAX-ASSISTED COLLEGES OF

EDUCATION IN MICHIGAN

1966-1967

by Luz Laureles Almira

This study had three main purposes: (1) to develop a

conceptual Framework of Faculty development, (2) to determine

the adequacy of institutional provisions For Faculty develop-

ment in each of the seven colleges in this study with refer-

ence to the concept generated above, and (3) to suggest an

approach to Faculty development appropriate For imple-

mentation in any college of education -- large or small.

The subsidiary objectives were: (1) to determine what

Provisions are deemed helpful by the Faculty, (2) to elicit

suggestions From Faculty, ways to improve faculty develop-

ment in their colleges, and (3) to know how certain variables

as size of the institution and certain Faculty character-

istics are related to observed provisions For Faculty deve-

lODment.

Two survey instruments were prepared. One was an inter-

view schedule For deans, administrators, and long-term Facul-

ty members and another was For Faculty members only. The
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Luz Laureles Almira

Former was used to survey prevailing Faculty development prac-

tices in the colleges. The survey results together with in For-

mation derived From ducumentary materials From the colleges

and results oF related studies were used to generate an 84-

item checklist oF provisions For Faculty development. The pro-

visions could be dichotomized into those which had direct rele-

vance to Faculty develOpment and those which were contributory

to the promotion oF Faculty development. The Former would in-

clude attendance at proFessional meetings, Faculty retreats,

and orientation sessions. The latter would include secretarial

services, equipment and supplies For research, teaching, and

writing, and good means oF communication between administrators

and Faculty. These, however, were not emphasized in the study.

The 84-item checklist was divided into Five areas. Each

area was designed to achieve one oF the Following objectives.

I. Understanding institutional purposes, policies,

and practices

II. Promotion oF instructional competency

III. Promotion oF research and scholarship

IV. Promotion oF general proFessionsl growth

U. Happroachment oF Faculty member's interests

and achievement oF institutional goals

Some provisions could come under more than one objective.

One classiFied under a given objective was designed to achieve

only that objective.

The 84-item checklist together with a Four-page inventory

oF Faculty characteristics were used to interview six Faculty

members in each college. rhaculty members appraised the pro-

visions according to: availability in their institutions,
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Luz Laureles Almira

extent oF Faculty's use, and helpFulness to Faculty individual-

ly and generally.

An analysis oF Faculty appraisal oF the BA-item checklist

and Faculty suggestions to improve Faculty development in

their colleges revealed the Following, not necessarily arranged

in any order, as most helpFul.

l.

2.

3.

4.

5.

6.

7.

8.

O
J.

10.

ll.

12.

13.

14.

15.

Funds For attendance at proFessional conFerences

widely distributed sabbatical leave privileges

Exposure to "experts" in various Fields oF

specialization

Adequate clerical help

Involvement in policy-making decisions

Assistance in undertaking research

Ease oF communication between Faculty and

administrators

Departmental or divisional meetings

Adequate Faculty handbook

Adequate library

Released time For all Faculty

Greater insight into the programs oF other

departments, colleges, and universities

Availability oF technical assistance when needed

Adequate equipment and materials For teaching

Individualized programs For new Faculty

A concept oF Faculty development involved the Following

aspects:

1.

2.

3.

Faculty accommodation to institutional goals and

policies

Development oF individual long and short-ranged

career plans conjointly by Faculty and department

chairman

Institutional provisions For the realization oF

Faculty career goals; This involves provisions For:

a. research development

b. instructional development

c. general proFessional development

Progressive evaluation oF Faculty achievement

He-planning or re—projection 0F Faculty member's goals
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Luz Laureles Almira

The colleges in the study were dichotomized into three

large and Four small colleges. Their provisions For Faculty

development were all measured against the Framework above.

Institution-wide provisions For Faculty development did not

diFFer considerably among all the colleges. But the same pro-

visions were better implemented in the large colleges. The

latter had more Funds and better provisions For Faculty deve-

lopment than the Former. Only one college had a policy-statement

For long-ranged career planning by Faculty members. Another

college had a policy-statement For yearly planning oF Faculty

member's career goals. Both colleges stipulated For a yearly

evaluation oF Faculty achievement. For all other colleges, it

was not determined precisely whether the same policy

statements prevailed. Only a Few Faculty members in each oF

the other colleges did some planning and evaluation oF their

work. Most evaluation resorted to was the utilization oF

student evaluation oF teaching eFFectiveness. All colleges

had good provisions For understanding 0F and accommodation

to institutional purposes and policies oF the institution by

the Faculty. Some colleges had unique ways oF providing For

the development oF their Faculty.

A suggested approach to Faculty development For any

college--large or small, utilized the concept oF Faculty

development generated in this study as its nucleus.





INSTITUTIONAL PROVISIONS FOH FACULTY

DEVELOPHENT IN SEVEN TAX-ASSISTED COLLEGES OF

EDUCATION IN NIEHISAN

1966-1967

Luz Laureles Almira

A THESIS

Submitted to

Michigan State University

in partial FulFillment oF the requirement

For the degree oF

DOCTOR OF PHILOSOPHY

Eollege oF Education

Department oF Administration and Higher Education

1968



 

.‘A‘C‘

a.

'3

 



ACKNUNLEDGNENT5

The writer wishes to express her sincere gratitude to

all those who made this study possible. She is particularly

indebted to Dr. Karl T. HereFord, her major proFessor and

guidance committee chairman during the early stages onthis

study; to Dr. Walter F. Johnson who assumed the chairman-

ship oF the committee aFter the Former leFt. Their patience

with and understanding oF the writer's problems have been

the writer's support and inspiration in the completion oF

this study. She is also grateFul to Dr. J. Allan Beegle,

Dr. Max R. Raines, and Dr. Vandel C. Johnson, guidance com-

mittee members, For their assistance in carrying this study

to completion.

Special thanks is extended to Dr. Margaret F. Lorimer,

ProFessor, Institutional Research, Michigan State University

and Dr. Nathan D. Grundstein, Director, Graduate Program in

Public Management Science, western Reserve University, For

their assistance in securing many oF the documentary ma-

terials used in this study and For the Former's assistance

in many other ways.

Finally, the writer wishes to express her sincere grati-

tude to the deans and Faculty members who participated in

this study by giving part oF their valuable time during the

interviews. Without the cooperation oF their colleges and

their subsequent participation, this study would not have

been possible.

ii



nan. --

 

0
1
6

9
:

a



TABLE OF CONTENTS

Chapter

I.

II.

III.

INTRODUCTION

Background oF the Problem

Importance oF the Study

Purposes oF the Study

DeFinitions oF Terms

Scope OF the Study

Overview oF the Report

DESIGN AND CONDUCT OF THE STUDY

Population and Sample

Preparation oF the Survey Instruments

Data Gathering

Analysis oF Data

REVIEN OF LITERATURE HELATED TO

FACULTY DEVELOPmENT

Approaches to raculty Development

Faculty DeveIOpment: A Concept

Summary

Page

ll

l2

14

15

17

17

24

26

33

48

48

64

iii



 

IV.

VI.

COLLECE INACE AND FACULTY PROFILE

The Colleges in the Study

College orientation

Personnel Policies

Characteristics oF the Faculty

Summary

FACULTY APPRAISAL OF INSTITUTIONAL PHOVISIONS

FOH FACULTY DEVELOPMENT

Faculty Appraisal oF Selected PracticeS'

most helpFul practices

Least helpFul practices

Other helpFul provisions, not adequately

provided

HelpFulness oF provisions in relation to

Faculty experience

Faculty suggestions with reFerence to

appraised provisions

Consistently HelpFul Practices

Suggestions For Improvement

Summary oF Most nelpFul Provisions

The Faculty Member Comments

Summary

FACULTY DEVELOPMENT: PHOCRAN ImPLENENTATION

IN THE SEVEN COLLEGES

Introduction

College A

College B

82

82

95

95

97

100

104

107

109

111

112

115

iv



 

 

VII.

College C 135

College D 143

College E 161

College F ~ 160

College C I 164

Appraisal oF Program Implementation in

the Colleges 170

SUMMANY, RECOMMENDATIONS, AND CONCLUSIONS 173

Purposes oF the Study 173

Conduct oF the Study 173

Findings and Conclusions 174

A Suggestive Program For Faculty Development

177

Suggestions For Further Study 180

BIdLIOCdAPHY 182



‘
I
.

p
.
.



 

TAdLE

5.1

LIST OF TAdLES

Page

Rated Values oF Institutional Provisions

Fpr FaCUlty DQVBlOpment 00.000000000000000... 83

Relationship oF Ratings oF Four Variables

For Each oF Eighty-Four Listed Provisions ... 88

Institutional Provisions For Faculty

Development Ranked According to HelpFulness

Based on Availability and Extent oF Faculty

Use as Perceived by Faculty ................. 9O

Activities/Services Consistently Proven

HalpFUl ......C........................O..... 108

SpeciFic Suggestions to Improve Faculty

DBVBlOpment coo.0.00000000000000000000000000. 110

v1



n



 

  
Appendix

Appendix

Appendix

Appendix

A

LIST OF APPENDICES

Survey oF Faculty Development Programs

Interview Schedule (For Deans) ........

Survey oF Faculty Development Programs

Interview Schedule (For Faculty) ......

Raw Data: Summary oF Faculty Members'

Coded Responses to Structured Interview

SChEdUlB 0.0000000000000000000000oooooo

The Faculty members in the Study ......

189

195

vii



a
fi
.

V
.

3
.



CHAPTER I

INTRODUCTION

Despite the oFt quoted statement that there is no typi-

cal system oF American Higher Education, educators are agreed

that all higher education institutions have three common

purposes: the preservation, expansion, and diFFusion oF

knowledge. Emphasis given to each oF these goals, varies

From institution to institution. Thus, colleges and universi-

ties have diFFerent commitments in terms oF the educational

programs and the constituency they choose to serve. An insti-

tution may be committed only to the area or community in

which it is located. One may look to a much wider community

and regard itselF as a pre-eminent institution in that area.

It may also seek a national student body. There is no impli-

cation, however, that the commitment oF one is better than

that oF another.1 These constitute what Corson2 and Dennison

call institutional character. The achievement oF whatever

goals an institution has will depend in large measure upon

the strength oF the Faculty members in particular and the

conjoint eFFort oF the Faculty and the administration in

 

1

Charles Dennison, Faculty Rights and Obligations (New

York: Bureau oF Publications, Columbia University, 19SS)p.l79

2

John J. Corson, Governance 2f Colleges and Universi-

ties (New York: NcCraw-Hill Book, Co., 1960) p. 177

 



in general. A strong faculty must of necessity be one of the

institution's desirable assets.

BACKGROUNG OF THE PROBLEM

A problem of communication. It is only within recent

years that any substantial amount of research effort has

been directed toward understanding college faculties. This

has been due to increasing desire of college and university

administrators of various levels for assistance in the so-

lution of a number of pressing and practical problems. Some

of these spring from faculty administrative relationships

caused primarily by the inadequacy of communication between

them. A common result of this is the failure of some faculty

members to understand institutional purposes and policies.

What consequently follows is the failure of the faculty

member to identify himself with the institution and to com—

mit himself with the achievement of its goals.

Another lapse in the communication process was revealed

in a study by Gustad, Berensen, and Welsh. Gustad reported

that faculty members claimed nobody knew whether they were

doing a good job or not. In no case was a systematic evalu-

ation program found.”What gets done is not very closely re—

lated to what gets rewarded.“3 In this connection Guard

—_1

3

Another

40: 209, July; 1959

J hn w. G s d ” he March to a Different Drummer:

BOOK at EOETGQe eagherso'The Educational Record,



stated that:4

The faculty member is entitled to know not

only what is expected of him in his position but

also the conditions necessary to qualify for pro-

motion. It is essential for faculty welfare and

morale that each faculty knows his status on the

campus, and what is eXpected of him if he wishes

to improve his status in salary and rank.

Faculty research effort. About a decade ago, Wilson

made a detailed analysis of three institutional faculties

in a university system. More recently, he made a tabulation

of the published writings of about 1,000 faculty members.

Based on 2,000 cases in these two samples, he came to the

5

conclusion that most professors do not publish. But an im~

pressive record of research and publication is always prized

and rewarded by any institution. Wilson was led to conclude

that there is still much to be desired in some faculty

members' research and publication efforts. He was supported

in his view by other educators; among whom are Clark6 and

 

4 Harris T. Guard, "Improving the Status and Welfare of

the faculty and Staff," Current Issues in Higher Education,

Association for Higher Education, NBA, Washington, D.C., 1951

P. 140

5 Logan Wilson, ”The Academic Man Revisited," Studies 9f

College Faculty, Berkeley, California, 1961, p. 5

6 Kenneth Clark, "Studies of Faculty Evaluation," Studies

2Q College Faculty. Berkeley, California, 1961 pp. 35-52
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Smith.

ngk E: pre-service preparation. Eckert, Stecklein,

and Sagen8 undertook a study about the motivation of college

teachers. They found that more than one-half of their samples

entered the teaching profession by chance and that they never

aspired to become teachers. Similarly, in the study conducted

by Gustad, Berensen, and Welsh about why some peeple choose

college teaching and why some leave it, they found that for

some, “the decision to enter college teaching as a career is

not a decision at all, it is the end product of drift."9The

result of these studies points to the fact that some of those

who become college teachers are not prepared for the total

role of college teaching.

The imperativeness pf on—the-job training. While some

individuals lack the necessary pre-service training for the

assumption of the job of a college teacher, no amount of

college preparation, on the other hand will be adequate to

enable the faculty member to perform his roles effectively

without further adjustments and continued training which

would bridge the gap between his college preparation and the

 

7 Page Smith, "Teaching, Research, and Publication," The

Journal 2f Education, 32: 199-205, April, 1961

8 Ruth B. Eckert, J. E. Stecklein, and H. B. Sagen,

"College Faculty Members View Their Jobs,“ Amerigan Agsociation

pf University Professors Bulletin. 45: 513—528, 1959

9 Gustad, QB. cit. p. 206
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particular tasks he has to perform in any particular college.

setting. This condition has been the subject of comments by

10
many leading educators. Baskin pointed out that:

The college teacher is neither born nor

made in any final sense but rather is in a state

of constant evolution. No matter how modern and

effective the graduate school, no one can expect

the new instructor to emerge fully competent in

every facet of his teaching task. Improved

graduate preparation may help greatly, but inevi-

tably much must be learned on the job. Whether

this learning will be speedy or slow, sound or

sour, will depend upon the opportunities and in-

centives for such development.

In like manner, Klapper11 stated that:

A critical appraisal of scholarly attainment

of a faculty discloses, as one would naturally ex-

pect, that some of its members exhibit a wide gap

between early promise and later academic status.

For this great loss, the blame may be divided be~

tween the vicissitudes of life and the failure of

the college to provide the stimulation and the

facilities for sustained personal growth.

He stated further that a college that fails to nurture

the eagerness of the faculty for productive scholarship

impoverishes itself and merits the censure that is its

portion. Concurring too, with the foregoing views was

 

Samuel Baskin, (ed.), Higher Education: Somg Neweg

Developments (New York: McGraw—Hill Book Co., 19657p. 207

11 Paul Klapper, ”The Sociology of College Teachers,”

The Educational Forum, 163141, January, 1952
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Gibson.12 He stated that

It is possible for an individual to teach

year after year without making any significant

improvement. One's colleagues and administrators

should assume some responsibility in the pre-

vention of failure, year after year, and should

help their fellow staff member to develOp his

responsibilities as a teacher, or counselor, or

as a specialist in research.

13 14 15
Recent studies conducted by Tracy, McCall, and Siehr,

revealed that new faculty members were concerned or con-

fronted with varying problems for which they needed assist~

ance to enable them to perform their roles effectively.

Recruitment versus deveIOpment. Pressure for institution-
 

al expansion -- generated largely by an expanding enrolment

within recent years —- have created a corresponding pressure

to enlarge and improve faculty. Much attention has been given

to the attraction of able young men and women into the teach-

ing field; Concentration, however, on the recruitment process

 

12 Raymond C. Gibson, The Challenge 9: Eggdership in

Higher Education (Dubuque, Iowa: William C. Brown Publishers,

1964) p. 169

13 Norbert J. Tracy, "Orienting New Faculty Members in

Colleges and Universities,” The North CentralAssociation

Quarterly, 36: 214-221, 1961

4 Harlan Richardson McCall, "Problems of New Faculty

Members in North Central Association Colleges and Universities

of Less Than 3,000 Enrolment," (unpublished Doctor's thesis,

Michigan State University, 1961) 172 pp.

15 Hugo Emil Siehr, "Problems of New Faculty Members in

Community Colleges,” (unpublished Doctor's thesis, Michigan

State University, East Lansing, Michigan, 1962) 280 pp.



 

tends to overshadow an equally important problem conFronting

higher education, 1. e., the continuous development oF those

Faculty members whom the institution needs to retain For years

to come. many educators have Felt the need For a systematic

approach to this twin problem 0F recruitment and Faculty de-

16

ve10pment. According to Miller and Wilson

The very Fact that shortages 0F qualiFied

Faculty members either exist or are in prospect

gives added emphasis and urgency to the need For

Finding "solutions" to the problem oF how colleges

and universities can best utilize, conserve, and

increase the eFFectiveness and productivity oF

available Faculty resources, both new and old.

The need For careFul cultivation oF Faculty

resources is not restricted to anyone type or class

oF institution - large or small, aFFluent or im-

poverished, prestigious or obscure; it is not unique

to institutions in any given region oF the country;

it does not derive From, but is only heightened by

conditions oF"scarcity."

Faculty adjustments £2 varying roles. According to
  

Umstattd, a Faculty member is a citizen. a member oF a

17

learned organization, and an oFFicer oF an institution.

Uthers attribute the varying roles 0F the Faculty member

as "collegial," "proFessional," and "institutional." These

 

16

w. Starr Miller and Kenneth m. wilson, Faculty Deve-

lopment Procedures. Southern Regional Education Board Research
."

Monograph No. 5, Atlanta, Georgia, 1963

 

17

J. G. Umstattd, College Teaching: Background, Theory,

and Practice (The University Press oF washington. D. 6., and
.—

The Community College Press, 1964) p. 74
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point to the Fact that while the Faculty member has a role

to perform as a member 0F an institution, he also is concerned

with the proFession or discipline to which he is aFFiliated.

and the interests oF which he is expected to promote. The

dual aspects oF the Faculty member's personality, not to

mention his private interests oFten have been the subject 0F

many educatorS' concern.

The Foregoing are but some oF the problems in the academic

community which need to be resolved. Their solution requires

joint action by administrators and Faculty members. The

principle oF joint action is based in large measure upon the

recognition that the continued development oF the Faculty is

an important dual responsibility oF administrators and Faculty.

A Faculty development program appears to be a promising Frame-

work within which eFForts oF the administrators and the Faculty

members to improve and maintain standards oF excellence can

complement each other. The problem conFronted by this study

was: to identiFy the essential aspects oF a coordinated

approach to Faculty development, develop thereFrom a pattern

by which the strength and weaknesses 0F current practices in

selected colleges oF education may be assessed, and make

suggestions as to what programs may be eFFectively implemented

by colleges oF education, large or small.
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IMPORTANCE OF THE STUDY

Since the quality of any college depends basically on

the excellence of its faculty, the development of qualified

faculty members should be one of any higher education ins-

tituion's important considerations. There is no implication

that colleges and universities are or have been indifferent

to the continued improvement and development of their facul-

ties. The literature -- especially the number of studies

conducted on in-service and orientation programs -- revealed

an extensive use of varied practices or procedures for facul-

ty deve10pment. many of these consist of a wide range of un-

coordinated procedures that aim to resolve particular problems

of certain institutions. Among these are acquisition of an

advanced degree, assistance with initial teaching responsi-

bilities, provision of supplies and equipment for research,

and university-sponsored activities for conference travel

grants. However, emphasis is generally given to procedures

related to the orientation of new faculty members. Although

important, this is only a “limited aspect of the process of

development."

To the writer's knowledge, only one institution has

taken a very systematic approach to the entire problem of

faculty development.18 Faculty development procedures or

 

18 Stanton c. Crawford, “A University-wide Program of

Faculty Development,“ The Educational Record, 42:49-53, 1961



practice

ally us:

They car

to carry

velopnez

ilflttl':



 

 

10

practices as now practiced in other institutions are gener-

ally uncoordinated, unplanned, and informally carried out.

They cannot be considered to be institutionally undertaken

to carry into effect a conscious philosophy of faculty de-

velopment. Miller and Wilsonstated that,”a meaningful di-

stinction may be made between the use of certain procedures

for faculty improvement and the existence of a clearly articu-

lated program for faculty development.“19 Few educational ins-

titutions have taken a careful and analytical look at all po-

tential programs or procedures, selected those uniquely adapted

to their own situations, and systematically knitted them into

a rational and functional pattern for the improvement of their

faculty. In most cases problems which are in urgent need of

solution tend to receive treatments without due regard for con-

sequences that might affect faculty development in the entire I

system. While any given practice -- e.g. sabbatical leave or

subsidy for graduate study -- may be useful, it is no substitute

for a program of actibities that is characterized by precisely

stated objectives, administratively supported activities,and

evaluation procedures. The potential importance of this study

lies in the suggestion that piecemeal approaches to faculty

development as now practiced are not only unwise from the de-

velopmental point of view but also expensive from the economic

ViewPoint.

——_

19 Miller and Wilson, 22. cit. p. 26
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11

Miller and Wilson reported Further that it was only in

recent years that attempts have been made to clariFy the deFi-

nition oF Faculty development. Up to this time, its meaning

is still vague and hazy. There is no concensus as to its

essential aspects. Some relate Faculty development to in-

doctrination or regimentation. Many thought 0F it as mainly

the process oF orientation. Uthers stress such practices as

leaves 0F absence, salary schedule, and research grants in

their conceptualization oF the term.

DiFFerences in view may persist regarding the elements

and objectives oF Faculty development unless the components

0F an eFFective Faculty development program can be described

and delineated. Despite diFFerences in institutional circum-

stances, it may be possible to siFt out certain characteré

istics or elements basic to a concept oF Faculty development;

Further, it may be possible to deve10p thereFrom a pattern

For program develOpment For any institution which may desire

to adopt one.

PURPOSES OF THE STUDY

This study aimed to accomplish three principal ob-

jectives: (l) to develop a conceptual Framework oF Faculty

deve10pment, along with such descriptions or characteristics

oF its essential aspects, (2) to determine the adequacy 0F
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the institutional provisions for faculty development in the

various colleges in the study with reference to the con-

ceptual framework generated above, and (3) to be able to sug-

gest a scheme or plan of action which will incorporate the

basic elements of an approach to faculty development, ap-

priate for implementation in any college, large or small.

Subsidiary objectives of this study were: (1) to determine

what practices or procedures and conditions related to faculty

development were deemed to be helpful by the faculty, (2) to

elicit suggestions from the faculty concerning ways to im-

prOVe faculty development programs, procedures, or activities,

and (3) to know how certain administratively controllable

variables (e.g. size of the institution) and some faculty

characteristics were related to observed provisions for

faculty development.

DEFINITION OF TERMS

All terms in this study have their own operational de- ;’

finitions and applications to the educational field. However,

some were tailored to suit the purposes of this study. For

purposes of clarity and a better understanding of the concepts

involved, terms were defined as follows:

Faculty refers to full-time faculty members with the

rank;of instructor and above who did some teaching during
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the school-year 1966 - 67. They represented nearly all subject

fields of specialization in the graduate and undergraduate

studies.

Faculty development is the process by which a faculty

member achieves his personal and professional goals over a

period of time through a progression of occupational tasks

in a career sequence within a conception of an academic career,

subject to the constraint of an institutional framework, in-

volving organizational goals, policies, and resources. A more

detailed definition will be discussed in the succeeding text

of this report.

Experienced faculty members refer to those who have had

a total of seven years or more of experience as faculty members.

Inexperienced faculty members were those who had six years or

less of experienced as faculty members. Generally, the former

would have acquired tenure, the latter might not.

‘ Egg faculty members refer both to newly graduated and ex-

perienced faculty members who were recently appointed in an

institution.

3212 refers to the active aspect of a person's status

or rank in the academic organization, the particular type of

activity/activities he is expected to perform.

Institution has reference to the university or college
 

and may be used interchangeably with the term, organization.
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Program refers to a plan oF action. It may reFer to an

over-all plan oF action with sub-plans or sub-programs. An

institution may have an overall program For Faculty develop-

ment with various sub-programs For its implementation. Orien-

tation programs, colloquia, and instructor-internship programs,

each with each own goals, means oF implemetation and evaluation,

may constitute sub-programs oF an over-all Faculty development

program.

SCOPE OF THE STUDY

This study was limited to seven tax-assisted colleges 0F

education oF the state universities in Michigan, all 0F which

oFFer graduate programs.

Only Full-time Faculty members holding rank as instructor

and above who were engaged Full or part time in teaching during

the schoolyear 1966-67 were included in the study. The number

oF Faculty members drawn From each institution was small. A

justiFication For sampling was provided in the study.

Data basic to the study were delimited to opinions and

judgments oF Faculty and administrative personnel. Data were

obtained From personal interviews. A checklist was used to

organize the interviews. Interview data were buttressed by

data From Faculty develooment materials and related documents

From participating institutions. Attempts were made to cover
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a wide range oF categories with emphasis on the promotion oF

teaching, research, and service, the bases oF advancement in

the academic community.

OVERVIEw OF THE REPORT

Chapter I oF this report deals with the background and

signiFicance 0F the problem together with the purposes For

which the study was conducted. It also deals with the clari—

Fication oF terminologies used in the study which may have

diFFerent meanings when used in other contexts.

The scope oF the study was presented to rpovide the

reader with a more meaningFul interpretation oF the results.

Chapter II deals with the design and conduct oF the study

-- the steps undertaken by this investigator From the Formula-

tion oF the problem to its solution. It includes, among others,

how the samples were drawn, how the survey instruments were

prepared, how the interviews were conducted, and how the data

were analyzed.

Chapter III deals with a review 0F related studies which

have direct bearing to this study together with a conceptual-

ization oF Faculty development and the description oF its

essential aspects.

Chapter IV provides a summarized picturization oF the

colleges and a proFile oF the Faculty members involved in the

study.
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Chapter V presents an overview oF Faculty appraisal

oF Faculty develooment practices, customs, and conditions

in their respective colleges with reFerence to their

availability, extent oF Faculty use, helpFulness to re-

spondent, and helpFulness to Faculty generally.

Chapter VI provides a picture and appraisal oF Faculty

development practices in each oF the seven colleges with

reFerence to the concept oF "Faculty development" gene-

rated in Chapter III.

Chapter VII embodies a summary oF the report together wit

with conclusions arrived at and a suggested program For

20

Faculty development which any college oF education, large or

small may adopt should it decide to do so.

 

20

HenceForth college/s oF education will also mean

school/s oF education.
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CHAPTER II

DESIGN AND CONDUCT OF THE STUDY

This study was con erned with three main purposes.

First, it generated a conceptual Framework of Faculty develop-

ment together with a delineation of its essential aspects.

Second, a survey of institutional provisions For Faculty de-

velopment was made in seven state colleges of education and

an overview of these provisions in all colleges was presented.

Each college was then taken individually and evaluated in the

light of the above Framework. Finally, a suggested approach

to Faculty development which could be implemented in all

colleges of education, large or small, was made.

Subsidiary objectives which were considered were: (1)

the Faculty members' appraisal of the specific procedures

and/or practices and conditions provided For Faculty develop-

ment in their respective colleges and (2) the determination

of how certain Faculty characteristics and the size oF the ins-

titution were related to Faculty development. Subsequent

analysis, however, of data with reference to the latter

objective revealed that it was not Feasible of attainment be-

cause of the small number of institutions and sampled Faculty.

Therefore, the latter objective was ommitted from this study.

POPULATION AND SAMPLE

Seven colleges of education oF tax-assisted universities
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in Michigan, all offering graduate programs, were selected

for study. The request For the involvement of these colleges

in the study was made through personal letters to the deans

of the institutions. The letter of request stipulated the

objectives of the study and the participation expected of

the colleges. Some of the deans' responses were immediate

and very encouraging.

The specific choice of colleges was made For three

reasons: (1) to reduce the heterogeneity of the colleges on

the basis of their main support for program implementation,

(2) to make the roles of the members of the Faculty, as

members of a university system, be more in keeping with the

commonly accepted goals of higher education - teaching,and

research, and (3) to hope that compared to other colleges

of education, they could be more influential in setting new

directions for program development in higher education due

to the level of their program offerings and their universi-

ty setting.

A stratified sampling of 42 Faculty members, six from

each institution, was drawn from either a list of faculty

members provided by the deans or From the college or uni-

versity catalogs whichever was available. A first consider-

ation in the sampling process was the experience of the

Faculty. Related characteristics were rank, educational
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attainment, and the Field of specialization. Except that

it was desirable to have all fields of specialization

represented, the last category was not in anyway utilized

in analyzing data. Sample lists of Faculty were referred to

the institutions For confirmation of the Faculty members'

availability at the time the campus visits were to be made.

Such confirmation was necessary because catalogs and other

faculty listings, current as they may be, sometimes carried

the names of those who were on leave or had left the insti-

tution permanently. A request was made for the substitution

of those who would not be available with those who had the

same or as close as possible as the qualification of those

to be substituted.

Thirty-nine faculty members were involved in the study.

This number, although small, provided at least one repre-

sentative For each variable under study. Moreover, the va-

lidity of their responses rests upon the intensity and ex-

tensiveness of information derived From each respondent,

rather than upon statistical tests oF difference. Borg1

comments upon this method as follows:

IF every person in the population were

exactly alike in the variable studied, a sample

of one would be sufficient. As the population

becomes more variable, however, larger samples

must be used in order that persons at different

levels of skill or having different amounts of

‘

1 Walter R. Borg, Educational Research: Ag Introduction

(New York: David mcKay Co., Inc., 1963) p. 170
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characteristics in question will be satisfactorily

represented.

In many educational research projects, small

samples are more appropriate than large samples.

This is often the case in which role playing,

depth interviews, projective measures, and other

such time consuming techniques are employed. Such

techniques cannot be used in large sample studies

unless considerable financial support is availa-

ble if a small sample can successfully test the

hypothesis. A study that proves deeply into the

characteristic of a small sample often provides more

knowledge than a study that attacks the same problem

by collecting only shallow information on a large

sample.

2

Similarly, Backstrom and Hursh stated that:

. Among the elements determining the size of

the sample is the extent to which the population

is homogenous. ...

The more people in the community are alike,

the smaller the sample can be. Logically, if

everyone were exactly alike in every regard, a

sample of one person would suffice. Everyone is

never alike, but it takes fewer people to produce

a good sample than it does to get a good sample

of a heterogenous pooulation.

In general, stratified samples require the

least number of cases, the simple random sample

somewhat more, and cluster samples as many or

more than the simple random sample - for the same

level of precision.

PREPARATION OF THE SURVEY INSTRumENTS

Two survey instruments were developed. One was an

2

Charles H. Backstrom and Gerald D. Hursh, Survey

Research (Northwester University Press, 1963) pp. 25-6
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interview schedule for deans and another For faculty members.

Interviews with deans were intended primarily to elicit in-

formation about current faculty develOpment practices,

customs, and conditions, together with the apparent

weaknesses and strenghts. Deans also provided information

that describe the institutional characteristics relevant

to the interpretation of the Findings of the study. The

interview schedule for the faculty members consisted of two

parts: first, an 84mitem checklist of institutional pro-

visions For faculty development: second, an inventory of

personal background information of faculty members, together

with his perception of his roles, specially those that are

related to faculty development. This was a much highly

structured interview schedule than the one for the deans.

Like in the study conducted by the Southern Regional Edu-

. 3 .

cation Board, miller and Wilson stated that:

The decision to structure the survey by

specifying particular provisions rather than

a more open ended inquiry regarding "faculty

development” was dictated by the fact that the

concepts of ”Faculty development” are varied.

In fact, the idea does not appear to have been

delimited either by virtue of institutional

practice or in the literature.

The interview schedule For the deans. It was

previously mentioned that the development of the faculty

——-—-—

3

Miller and wilson, 22. cit. p. 8
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bears a close relationship to the development of the insti-

tution. The First and Foremost consideration in interviewing

the deans was to Find out what the primary orientation and

the subsidiary goals of the colleges were. These were deemed

to be relevant to an understanding of the roles faculty

members were expected to play in their respective institutions.

Questions also were asked about orientation practices for

faculty members. Reference was made to the studies conducted

by Eaton? Tracy,5and Stripling.6Recent studies conducted by

McCa11,7Siehr,8and Tracygwere made reference points from which

to draw questions about procedures used in resolving insti-

tutional and instructional problems. Other studies were those

conducted by Carrett,10Eckert,lland that of the Pennsylvania

Association of Colleges and Universities.12

The first draft of the interview schedule consisted of

SO structured and open ended questions. This was pretested

 

4 John Mead Eaton, "A Study of Orientation of New Facul-

ty Members in Michigan Community Colleges," (Unpublished Doctor's

thesis, Michigan State University, E. Lansing, 1964) 100 pp.

5 Tracy, 22. eit.

6 Robert O. Stripling, "Orientation Practices For New

College Faculty Members," AAUP Bulletin, 40:555-562. 1954

7 McCall, 22. cit.

 

8 Siehr, 23. cit.

9 Tracy, 22. cit.

10 Cyril D. Garrett, "A Study of the Inservice Improvement

Programs of Eight Liberal Arts Colleges," (Unpublished Doctor's

theSis, Michigan State University, East Lansing, 195?) 269 pp.

11 Ruth E. Eckert, "Some Neglected Aspects of the Prepa-

ration of College Teachers," The Journal of Higher Educatien

3:137-144, 1948 T“ '

12 Charles C. Cole, "Encouraging Faculty Improvement in

peOnsylvania Colleges" (unpublished manuscript, 196D)
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for three reasons: (1) to determine how much time it would

take to elicit appropriate responses with the use of a tape

recorder, (2) to Find what difficulty the deans would have

in understanding some of the questions, and (3) to determine

whether the desired information could be elicited from the

questions. The first pre-test led to the re-formulation and/

or deletion of some of the questions. Another pre-test was

then conducted. A finalized form resulted in a six-page,

37-item instrument that could be deemed to be valid and

reliable.13

I22 interview schedule 222‘222 Faculty members. Except

For three open ended questions, the two-part interview

schedule for the Faculty members -- because of its highly

structured nature -- was thought to be easier to administer

than the interview schedule for the deans.

The first part, a 9-page, 84-item checklist of insti-

tutional provisions For faculty development was generated

from: (1) the results of the interviews with the deans,

program directors, and old-time faculty members, (2) the

college of education or university's faculty handbook, and

(3) pertinent results of recent related studies which have

been conducted. A review of thofliterature led to the identi-

fication oF varied practices, conditions oF work, or person-

nel policies which earlier writers and researchers considered

E 0.3

See Appendix A
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to be important in efforts to orient faculty members to the

institution, to improve instruction, to promote research

activities, to boost the morale of the faculty, and to pro-

mote the growth of the faculty in general.‘

The second part, the faculty inventory, was in a manner

similar to that employed with deans.14 The Faculty inventory,

however, provided more information about the personal charac-

teristics of the respondent as related to Faculty develop-

ment than that oF the deans'. Also, more views about faculty

development was provided by the deans than by the faculty.

Only one pre-test was conducted. Due to the highly

structured nature of the interview schedule, only Five

Faculty members were involved in the pre-test. This was deemed

sufficient to determine how much time the interview session

will take and whether the desired information could be

solicited From the questions.'

DATA GATHERING

Data were obtained by intensive interviews using the

inventories previously cited. Interview sessions varied

From one hour to one and a half hours. Tape recorded in-

terviews averaged one hour and ten minutes. Nine college of

education deans - five full pledged, two associates, and

two assistants - one each from five colleges and two each

in two colleges, were interviewed. In addition six other

14 See Appendix B For the two-part interview schedule

For the faculty. '
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administrators - program directors and department heads, and

old-time faculty members From the different colleges were

interviewed. A copy of the faculty handbook or faculty

manual of information of the college of education or the

university, whichever was available was secured. Only one

institution did not have a Faculty handbook. There was, how-

ever, one in the process of printing.

About five weeks after the interviews with the deans,

other administrators, and old-time Faculty members were com-

pleted, the campuses were revisited to interview the faculty

members. During the Five weeks interim, the interview schedule

For the Faculty members was generated. Unlike the interviews

with the deans, the interviews with the faculty members were

not tape recorded. The latter interviews also took a longger

time than the former. The 84-item checklist was found not

easy to administer. Some faculty members had some questions

to ask before they could provide appropriate responses to

some questions. Most of these pertain to the clarification

of certain terminologies or to the provisions themselves.

There was no common understanding of what "Faculty develop-

ment” means. Several faculty members volunteered comments

outside the structure of the interview. These were not con—

sidered in the analysis of data, although they may provide

substance for Further insight into the perceptions of facul-

tY development problems.
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The second part of the interview schedule was always

administered First, It took an average of one hour and ten

minutes to go through the checklist with the interviewee and

an additional Fifteen to twenty minutes to go through the

faculty inventory. when both forms were administered, each

interview took an average of one and a half hours. A few

Faculty members requested that the 84-item checklist be left

behind after the second part of the interview schedule was

administered. Also, two respondents who were not available

for interview at the time the visits were made, but who signi-

Fied their willingness nonetheless to participate in the study,

completed the two forms independently. More detailed instructions

were provided them so that their responses would not differ

significantly from those who completed the inventories during

the interviews.

Forty faculty members were interviewed. Among these,

were three Faculty members who requested that the 84-item

checklist be left behind but who failed to return them. Thirty

seven interviews and two self-completed inventories comprised

the Final sample For the study.

ANALYSIS OF DATA

The study was intended to be descriptive in character.

A summary of the characteristics of the colleges was drawn

mostly from interviews with college deans. Attempts were
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made to determine the relationship, if any, between views

expressed by deans and those by Faculty when information on

the same aspects of the college were given by both. These were

made use of in the presentation of college characteristics

and faculty profile and the discussion of the prevailing

status of faculty development in the individual colleges.

Further analysis of data From interview appear below.

An attempt was also made to compare some faculty character-

istics in this study with characteristics of samples drawn

nationally for a related study on the national level, con-

ducted in 1963.15

Interview with College Deans
 

Information obtained From college deans, other school

administrators, and some old-time Faculty members were

primarily utilized to generate a checklist of provisions For

faculty development. The wide range of practices, customs,

and conditions obtained were categorized with reference to

Five main objectives:

I. Understanding institutional purposes, policies,

and practices

II. Promotion of instructional competency

III. Promotion of research and scholarship

IV. Promotion of general professional growth

U. Rapproachment of Faculty members' interests

and achievement of institutional goals

No hard and Fast rule was observed in the categorization

15

Ralph E. Dunham, Patricia 5. Wright, and Marjorie U.

Chandler, Teaching Faculty in Universities and Four- Year Colleges,

Spring, 1963. Washington: United States Government Printing

Office, 1966 178 pp.
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of the individual provisions. A given provision may adequately

achieve one or more objectives but where the writer Felt it

can serve better one objective than another, the allocation

was made for the former. The provision For an adequate

library was considered more for the promotion of research and

scholarship than the promotion of instructional proficiency

or general professional growth. where a provision will entire-

ly differentiate the effectiveness of its utility For differ-

ent objectives, it appears under more than one objective as

in the case of assistantship For research or teaching and

secretarial assistance For either one.

The interview with Faculty Members

Except For two questions, 116 and 117, responses to the

pre-coded two part interview schedule were summarized in terms

of point and percentage scores. Responses to two non-coded

questions, 101 and 115, were later coded and similarly summa-

rized.

The main purpose for analyzing interview data on check-

list of provisions For faculty development and responses to

interview questions 116 and 117 of second part of the interview

Shedule was to determine most helpful provisions which will

Serve as one of the bases for recommendatory measures For

Planning a faculty development program. The Following steps

were taken to analyze data.



rirsi

varia:les

118137147"
‘.n (

I
)

each of f

(2.)

V
V

A O
f
)



 

29

First, each provision was rated with reference to Four

variables -- availability of practice, extent of faculty use,

helpfulness to faculty generally, and helpfulness to faculty

himself. Ratings were obtained by assigning point scores to

each of four-scaled responses For each variable.

(a) Fbr availability of practice: .

A response of 3 was given 3 points

A response of 2 was given 2 points

A response of 1 was given 6 point

A response of O was given 1 point

(b) For extent of Faculty use:

A response of 3 was given 3 points

A response of 2 was given 2 points

A response of l was given 1 point

A response of O was given O point

(c) For value to Faculty members generally and

(d) value to faculty member himself

response of 3 was given 3 points

response of 2 was given 2 points

response of l was given O point

response of O was given 1 pointD
D
»
)

The sum of the products -- number of respondents for

each scaled response multiplied by the point value of the

response -- gives the total score For that provision For

that column. Each variable received one of Four ratings:

H for high, M For moderate, L For low, and I For insigni-

ficant.

For availability of practice, "H" is equal to a total

POints of 75% or more of 3 multiplied by the number of
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respondents for that practice; "M" is equal to 50% of maxi-

mum points obtainable for that column; "L" is equal to 25% to 50%;

and ”I" is equal to 0 to 25% of possible maximum points.

For extent of faculty use: "H” is equal to a total of 75%

or more of 3 multiplied by the number of respondents who

perceived the practice as available: "M" is equal to a total

of 50% to 75% of highest possible points for that column:

"L” is equal to 25% to 50%: and "I" is equal to O to 25% of

highest possible points.

For value to faculty members generally and value to

Faculty member himself, the same procedure is followed as For

extent of Faculty use. The difference lies in the number of

points allotted for each scaled response 3 to O. For extent

of faculty use 1 was given 1 point and B was given 0 point.

The reverse was true For value to Faculty members.

Thus, a provision received a rating of anyone of a

combination of Four ratings -- H, M, L, and I. A rating of

H to I for helpfulness will have refernce only to members

Who perceived the practice as available.

Second, all 84 provisions For faculty development were

ranked From most helpful to least helpful with reference to

all Faculty members and colkges involved in the study, whether

3 Provision is available or not or whether the Faculty perceived

them as available or not available.
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Third, For column 0 - Faculty helped most, the number of

respondents For each scaled response, 3 throgh O, was divided

by the total number of respondents for that particular column.

The category which received the highest percentage was con-

sidered to be the group helped most. A second analysis made

was to observe the difference between percentage received by

(2) experienced and (3) inexperienced faculty members. IF the

highest percentage was obtained by (1) everybody and a sig-

nificant difference existed between (2) and (fi) the group

receiving a higher percentage was perceived to be helped

more than the other.

Fourth, For column E - suggestion, the same analysis used

in D - faculty helped most was followed. If the percentage of

those who suggested maintain status quo equals those who

suggested intensify this was considered as maintain the

status guo but an explanation for this was provided.

Fifth, responses to interview questions 116 and 117 on

:nhat activities and services have proven consistently help-

Ful and suggestions for improving faculty development

[Programs were categorized and summarized according to

frequencies of the responses. The response receiving the

highest frequency was ranked 1 and vice versa.

Sixth, a Final analysis was the identification of the

most helpful provisions by comparing tabulated results oF
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of the Foregoing data.

The Review of Literature

Additional information was gathered to supplement data

derived From interviews with deans for use in generating a

checklist of provisions For faculty development. Results oF

studies about integrated approaches to Faculty development,

institutional reports, faculty handbooks, college bulletins,

catalogs, etc. provided information which were weighted and

evaluated and utilized For the development oF a concept of

faculty development.



CHAPTER III

REVIEN 0F LITERATURE RELATED TO FACULTY

DEVELOPMENT

Institutional efforts aimed at promoting growth and

development of the Faculty are not new in colleges and uni-

versities. Activities range from informal orientation pro-

cedures to formal programs of seminars on teaching. There

has been shifting emphasis on particular aspects of faculty

growth and development at different periods. Ca2£ettl made

a comprehensive review of the literature in this Field from

early 1900 to the latter part of the 1950's. As early as

1905 faculty improvement activities were already the concern

of the colleges. Emphasis during this period, to 1925, was

on the supervision of instruction. Later studies shifted to

examination of duties and responsibilities of college

teachers. An emphaSis on the improvement of teaching followed.

Studies reviewed by McKeachie2 in this area are well

documented.

¥

1

Garrett, 22. cit.

2

N. J. McKeachie, "Research on Teaching at the College

and University Level," N. L. Cage, (ed.), Handbook 2£_§2-

search 22 Teaching (Chicago: Rand McNally & Co., 1963)

PP. 1118-1172
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More recent studies about Faculty growth and development

center mostly on the "orientation" and "in-service training"

of new faculty members. Others pertain to study of problems

of new Faculty members and corresponding administrative pro-

cedures for resolving them, improvement of working conditions,

provision of an adequate reward system, adequacy of fringe

benefits, and improvement of faculty morale in general.

The latest trend which developed in the early part of

this decade, the sixties, is an attempt to visualize a compre-

hensive faculty development program which is "institutionally

supported" and "faculty accepted." Referring to executive

3

officers, woodburne stated that:

If they desire college and university edu-

cation to have behind it the support of scholar-

ly study and research, they must provide the

opportunity and the condition which will allow

such scholarship to develop and mature.

Referring Further to school officials, he said that,

"if they wish scholarship in their institutions they must

Pay for it." Two studies concerning this latest trend have

4

been uncovered. 0ne was conducted by Crundstein about

fl

3

. Lloyd 5. Noodburne, Faculty Personnel Policies 22

Higher Education (Stanford, California: Stanford University

press, 1958)? pp. 133 & 135

4

Nathan 0. Crundstein, "Approaches to Development:

faculty Development," (Unpublished report to the Carnegie

L"3I‘P0ration, New York, December, 1960)
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approaches to faculty development and the other was a survey

of faculty develOpment procedures in small colleges conducted

under the auspices of the _Southern Regional Education Board.5

This review of the literature is undertaken for three

reasons: (1) to become familiar with recent trends and

studies about faculty growth and development, (2) to provide

a background material from which to draw some practices/pro-

visions for Faculty development which could be generated into

a checklist, and (3) to gain adequate information from which

an adequate concept of "Faculty development" may be drawn.

APPROACHES T0 FACULTY DEVELOPMENT

Orientation and In-service Training Programs

According to Crundstein,6presently conceived, orientation

program do not appear to affect the discontinuity between

professional preparation for the occupation of college teach-

ing and subsequent assumption in a latter career stage of ad-

ministrative duties within the institution. He further stated

that the possibility for a Faculty member to become a "pro-

fessor administrant" has not been considered in the initial

Preparation of new recruits as likely possible at some future

tiME. And that assistance to Facilitate the transition from

g

5

Miller and Wilson, 22. cit.

6

Crundstein, 22. cit. p. 10
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preservice college training to classroom work is still the

central Focus of many college orientation programs.

There also seem to be a need for the orientation of

newly recruited faculty members who are not beginning college

7

Faculty members. According to Buxton:

The intricacies of the academic situation

are nowhere more confusing than in the simple

business of learning routine in a new place. We

can itemize almost in a check-list fashion,

some of the bits of lore which are always differ-

ent in one's last institution.

8

Tracy conducted a study of orientation practices in

four-year liberal arts colleges of the North Central Asso-

ciation. In this study deans identified seven practices as

extremely helpful while faculty members identified only four.

Both agreed on the extreme helpfulness of two practices: a

visit to the campus prior to acceptance of a contract and

assistance in securing housing. These, however, were not

considered in the checklist of institutional provisions for

Faculty development used in this study despite also the

fact that thelfirst was mentioned by two deans interviewed

in this study because they Fall outside any of the five

categories considered in the present study. In addition to

the foregoing, deans perceived also three helpful practices

\—

7

Claude E. Buxton, College Teaching: 2 Psychologist's

2322 (New York: Harcourt, Brace, & Co., 1956) p. 100

 

8

Tracy, 22. cit.
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which were less widely used.

1. Special meeting for faculty members during the

First term

2. Assignment of a host or counselor for each new

Faculty member

3. Light teaching load during the First term

Faculty members gave three sources of institutional in-

formation as extremely helpful.

1. Meeting held for all new faculty members

2. Contact with experienced members

3. Personal conference with the department chairman

All the foregoing, except light teachingload during

the first term were considered in this study. In addition
 

the use of the faculty handbook and entire faculty institute,

two of seven practices which deans considered as extremely

helpful were deemed useful in this study.

Tracy concluded that few defined programs seemed to

Exist. Most faculty members wanted carefully planned orien-

tation practices. Many of them needed assistance for special

needs. And, they Felt that present programs can be improved

considerably.

Procedures which community college administrators in

miChigan used in the orientation and in-service activities of

f‘aculty members were surveyed by Eaton. 0f ten significant

\

9

Eaton, 22. cit.
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practices he identified, three were considered in this

study. These were:

1. A well-written and up-to-date faculty handbook

2. Information concerning the philosophy and objectives

of the college

3. Department chairman with whom the instructor may

confer as the need arises

He also Found that six among sixteen administrators had

structured programs of orientation. Most new Faculty members

perceived their orientation was an administrative responsi-

bility. They agreed that a common denominator for the im-

provement of their work would be a better communication be-

,tween them and the dean or the department chairman. The

study revealed further that faculty members were encouraged

to grow and develop through study and research. And, released

time for attendance at nearby universities and participation

at national and state conferences were continuing concern of

the college for the faculty.

of the checklist

About 40 items/in this study are identical to the

:Ieacher Questionnaire” items utilized by Carrettlgn his

StUdy about in-service training programs of eight liberal

arts colleges. while some of the items were drawn From the

Said questionnaire, manthere also derived From interviews

("flfiducted with deans, other administrators, and old time

f"atiulty members involved in this study. Among these are:

\

lU

Garrett, 22' cit. pp. 262-264



39

Appointing a Faculty adviser to counsel with each new

faculty member

Giving necessary information in the faculty handbook

Giving special information through faculty bulletins

Having each teacher state his course objectives in

outlines or syllabi

Publishing the criteria of merit for promotions

Providing clerical assistance to teachers

Providing a published tenure program

Giving opportuny For long-range planning

Sponsoring cooperative,Zgroup activities among Faculty

members

Publishing educational materials written by faculty

members

Demonstrating ”good teaching"

Providing outside lectirers, "experts"

Acquainting the faculty with criteria of"good teaching"

Encouraging Faculty members to attend meetings of

learned societies

Having a colleague visit one's classes

Discussing academic problems with the academic dean

Having an experienced and non-experienced teacher work-

ing on a course together'

Securing inter-library loans

Providing help in the selection and use of audio-visual

aids

Giving prompt attention to requests for teaching supplies

Using student rating forms

Being rated by colleagues within a department

Providing statistical services

Reducing teaching load while on research

Granting sabbatical leave For research

Encouraging grants From outside sources

Permitting experiments with class size, grouping, and

other ”reasonable designs"

Providing for service programs away From campus--programs

in churches, communities, youth work, etc.

Encouraging attendance at professional meetings

Bringing outside technicians to campus to help with

specific problems

Garret also found that common problems Faced by the

colleges were:

Faculty's attitude towards present working conditions

Frequency of use of certain teaching methods and techniques

Student's attitudes toward the teaching-learning process

School size

Budgetary allotment
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Educational attainment of faculty members

Experience of faculty

He also undertook a descriptive study of the in-service

training programs of each of the institutions, emphasizing

among others the strength and/or weakness of the individual

programs. As in other studies of this nature, Faculty members

expressed that college administrators had a key role in plan-

ning their in-service activities.

A summary of practices employed by thirty-one Pennsylvania

colleges in assisting faculty members obtain a doctor's degree

and help them in their initial teaching duties was prepared

11

by Cole for the Pennsylvania Association of Colleges and

Universities. Among these are:

Sabbatical leave, most popular but limited in use

Reduction of teaching load, better done in big departments

Tuition support

Interest free loans

Full subsidy for graduate study

Grants from institutional research funds, to encourage

completion of a dissertation for projects not

supported by national funds

Secretarial assistance to one writing a dissertation

Help extended to faculty in their initial teaching duties

was narrowed to orientation programs. Occasionally, faculty

retreats and a Few classroom visitations were undertaken.

In his study of promising practices in the in-service

 

12

training of school administrators Stanley Found that active

x

11

Cole, 39. 233;.

12

E Calvin Stanley, "promising Practices in the In-Service

t:UCation of School Administrators," (Unpublished Doctor's

r3Sis, University of Connecticut, 1957) 199 pp.
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programs were of short duration. A large portion of the

programs operated For less than a year and one project in

five operated From one to Five years. He emphasized the im-

portance of the internship program as an on-the-job training

program. He said that its value was generally and unanimously

acknowledged by both the intern and the training institution.

A survey of in-service education practices for college

level faculty advisers was conducted by Cloward.13 Practices

he reported -- all institution meeting, seminars, workshops,

conferences, formal courses, case conferences, etc. —-were

not different from those employed in most in-service training

programs For faculty. He concluded, however, that the case

study method, used in combination with other instructional

methods should prove extremely useful for use by faculty

advisers.

Studies 22 Problems 22.222 Faculty Members

Stanley also concluded that inservice programs which

gave promise were based upon expressed needs oF participants.

(Corollary to the needs are the problems oF the faculty. A

sstudy of faculty needs and problems would, therefore,help

in planning for an in-service or any faculty development

 

hr

13

Robert DuShane Cloward, "The Case Study Approach to

the In-Service Education of College Level Faculty Advisers,“

(unpublished Doctor's thesis, Columbia University, New York,

1965) 98 pp.
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14 15

program. McCall and Siehr conducted surveys of problems

of the Faculty in institutions of less than 3,000 enrolment

and in Michigan community colleges respectively. Siehr, using

the same method and adopting practically all the questionnaire

items used by McCall, identified nine major problems while

McCall found eight problems which caused the faculty great

difficulty. Among the problems of interest For this study

were:

Lack of teaching aids

Developing effective lectures

Acquiring adequate secretarial help

Acquiring adequate office space

Understanding college policies regarding promotions

and salary increases

Knowing what other departments expect of my department

Lack of time for scholarly study

Understanding policies regarding teaching load

Only two problems with ranking frequencies were common

to both: need For instructional aids and acguiring secre-

tarial help. Both studies also provided for certain adminis-

trative procedures For resolving problems encountered by the

faculty. Ranking among the top ten in helpfulness were:

Furnishing printed materials (including Faculty hand-

book) which provide information about the institu-

tion, academic matters, and other policies

Orientation conference with department head

Regular departmental meetings

Faculty meetings

Use of faculty sponsor

Light teaching load for new faculty

The last has been consistently mentioned even in other

14

McCall, 22. cit.

5 Siehr, 22. cit.
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studies but nowhere in the interviews was it mentioned by

either the faculty members nor the deans. Other ranking

practices or procedures were of social or personal in nature.

Of interest to note was that both Found that personal and

institutional problems persisted at slightly lower level For

third year faculty members while instructional problems per-

sisted at same level of difficulty For both First and third

year Faculty members. This could provide insight into appropri-

ate procedures to utilize in planning programs For faculty

improvement.

Survey 22 Conditions 22 2225

According to Gustadféthe prerequisite of a program for

faculty development is a work environment perceived by ad-

ministrators and Faculty as adequate For Faculty accomplish-

ment and reward of achievement. Improvement of work aids,

provision of material Facilities and services, secretarial

assistance, and adequate office space are essential. Previous

studies attested to the reality of these conditions. Gustadl7

also commented on the importance of adequate communication

for improving working conditions in colleges and universities.

Educators are agreed that improvement of the conditions

OF work is not only essential in promoting Faculty develop-

ment but also a strong Factor in preventing loss of valuable

k

6 BUStad' 220 Cite pa 1?

17 John m. Gustad, ”Improving Communication and the

Conditions of work," Paper presented at the Fifteenth National

Conference ofl Higher Education, Chicago, march 8, 1960
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talent from many campuses to other Fields of work. To appraise

the prevailing situation, a research team of the Association

of Higher Education conducted seminars to Find directly from

faculty and administrators, problems related to working con-

18

ditions. It was revealed that:

They (the faculty members) stress the im-

portance of a climate favorable to scholarship,

reasonable teaching load, freedom to live as a

person, participation in policy making, adequate

salary, office space with insured privacy, better

library Facilities, and more time and encourage-

ment for research.

Other important concerns of the faculty are

tenure and academic freedom, better retirement

plans, improved fringe benefits, increased work

aids, recognition of the worth of good teaching,

reduction in routine and non-academic work, and

evidence that the administration is responsive

to their needs.

A report on a subsequent survey conducted by the asso-

ciation was reported by Wood. Among those which presented

sgreat dissatisfaction For Faculty and administrators alike

czoncern committee work and staff meetings, time and money

f"or scholarly and professional research, and such facilities

as; office space, clerical help, and other individual work

‘

18

T. C. Clark, "Conditions of Work for College Faculty

13nd Administrators,” National Education Journal, October,

1959 p. 59

19

Louise A. Wood, ”What Significant Changes Need to be

made in Present Conditions of Work for Faculty and Adminis-

trators?” Paper presented at the Fifteenth National Conference

on Higher Education, Chicago, 1960
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aids and services. Among those conditions which gave them

satisfactions were the freedom to think, speak, and write in

their field of competence: availability of facilities for

personal study and research.

A different conditioning element in the institutional

work environment is the general "atmosphere" of the department

20

and the college. Newburn stated that this "climate" appears

to be one of the most important factors in developing and

maintaining staff morale and retaining faculty members at the

institution. He defines the administrator's role with respect

to conditions of work in his institution.

The role is varied, of course, but in general

his major function in this area is to establish

clearly the atmosphere, the setting, the basic en-

vironment within which the faculty lives and works.

He must define and make articulate the working phi-

1030phy of the institution with which they are all

associated, its purposes,.its opportunities, its

methods, its ends.

He is a facilitator, but there must be di-

rection and design to the work of his Facili-

tation. It is almost as important as it is that

a Fine working environment be developed. For the

staff to know and believe that the president

understands their needs if they are to accomplish

their missions at a top level quality is certain-

ly the first step in achieving institutional

goals. V

Ni

20

H. K. Newburn, "Improving Conditions of Work For

College Faculty and Administrators," Paper presented at the

Fifteenth National Conference on Higher Education, Chicago,

March 8, 1960.
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Determining Promotion Practices 22 Higher Education

In a study of promotion policies in large state uni-

21

versities, Luthans placed into perspectives the role of the

administrator. He stated that:

Effective faculty management is needed to

utilize their full potential. Inherent in Faculty

management is a system of rewards and penalties.

Such a system is necessary to reinforce the au-

thority concept and motivate the personnel. In

universities the reward-penalty system revolves

around Faculty promotion in rank.

He noted differences in the implementation oF promotion

policies between central and decentral administrators. He

found all central administrators described well-understood

and accepted university—wide promotion policies and practices

but most decentral administrators and faculty members did

Inot agree. He concluded that there is a need For improved

promotion policies which are clearly! understood and accepted

f’or a better Utilization of objective methods of evaluation.

The promotion policies at the university of Minnesota

“Has reported by Eckertzzas part of a national study. She

FHDted similarities between her findings and studies conducted

Yfiaars before. A 1930 study suggested teaching ability and pro-

1dl-lctive leadership as leading factors in promoting faculty.

\

21

Luthans, Fred, "Centralized Control of Faculty Pro-

‘nCJtion Policies and Practices in Large Universities," (un—

pLJblished Doctor's thesis, State University of Iowa, Iowa,l965)l90pp.

a 22 RUth 5' Eckert, "RBPPI‘t 0“ Faculty Promotion Policies

At: the University of Minnesota," (unpublished report, Minnesota,

”gust, 1950) 13 pp.
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A later study of the same nature conducted in 1947-48 identi-

fied seventeen Factors influencing promotion. But, teaching,

research, and publication received the greatest mention.

Eckert Found teaching and research tied as prime factors in

promoting faculty. These were followed closely by publications

and supervision of graduate students. Results of all three

studies showed no basic change in the primary bases by which

faculty members are evaluated.

Integrated Approaches

Most recent studies on Faculty growth and development

include

made use of ”facultty develooment“ as a concept which/a

wide range of practices/procedures and conditions which pro-

mote the effectiveness of the Faculty member as a member of

an institution. Miller and Wilson specified Faculty develop-

Inent with an "institutional reference,” as the major emphasis

in the SREB study. They claimed that faculty development has

also an individual reference.

Two studies referred to above were those conducted by

C3runbtein in 1960 and the survey of faculty development pro-

cedures in, small colleges carried out under the auspices of

ttwe Southern Regional Education Board. The difference be—

twueen the two studies is that the Grundstein study involved

Studies of faculty development practices/procedures under-

tElken by individuals and by institutions. Among these were
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those reviewed by this writer when they were still in their

initial stages -- McCall's and the SREB. Completed studies

were those of Tracy, Eckert, Gustad, and the Pennsylvania

study. The SREB study involved small colleges in the southern

region. These two studies will be referred to From time to

time in the succeeding text.

FACULTY DEVELOPMENT: A CONCEPT

The integrated approach to faculty deve10pment is a

development of the early sixties. The use of "faculty de-

velopment" itself as a concept has been given more attention

by educators. Grudstein in his study mentioned among others,

orientation, in-service training, improvement of working

conditions, study of faculty's problems, and adequate com-

munication as aspects of faculty develOpment. But accord-

ing to Miller and Wilson23 ”the concepts of'Faculty develop-

ment' are varied." And that ”the area does not appear to

have been systematically delimited either by virtue of ins-

‘titutional practice or in the literature." EFFetive use of

the term Faculty development is not possible unless clear

Chafinitions of the components of the term are available to

ttwe educator. Until its goals are spelled out and its

Bessential characteristics delineated, Further discussions

0" approaches and programs will not provide a common ground

fWDr understanding the philosophy behind their implementation.

3

Miller and Wilson, 22. cit. p. 8
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The purpose of this conceptualization of the term "faculty

development" is to provide the common ground For understand-

ing the philosoohy for the institution of a faculty develop-

ment program and to aid in the planning of adequate procedures

for the achievement of its goals. As part of this conceptuali-

zation, it is important that ”Faculty" and "development" be

well understood together with the environmental setting in

which the faculty member works.

T 9 Faculty

Commonly interpreted, a faculty is a collective term

which refer to "the body of persons responsible For the'gg-

ministration and instruction in a school, college, or uni-

24

versity.” Its "authority and prestige vary considerably

among the different colleges, usually being gfeater at the

25

larger universities than at small institutions.” Faculty

Inembers are of different ranks. And since "most colleges are

aautonomous, there is considerable variation among colleges

Inith respect to such matters as salary, conditions of

Eappointment, requirements For promotion, tenure, and pro-

26

\Iisions for leaves of absence and retirement."

The faculty 22 organization members. The Faculty is

"Made up of individuals who are highly specialized in many

f’Ilelds. Most of them are committed intellectually and career-

uLise to a discipline or profession rather than the institution
—¥

24 Carter V. Good, (ed.) Dictionary2£ Education (New

YOrk: McGraw-Hill Book Co., 1959) p. 22 T

5

Harry N. Rivlin and Herbert Schueler, (eds.) Encyclo-

P°\di_a 2i. 1122210. Education (N. Y.:Philosophic Library, Inc.,1943)p.15

26 1°édo¢1te
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of which they are a part. "Others are unconcerned, even naive

about institutional goals and objectives, and still others

have well developed ideas regarding the purposes of college

which conflict sharply with those of the college where they

27

are employed.“ But although the interests of the university

or the college and the faculty are not identical, usually

they are highly interrelated.

Like professionals in other enterprises, faculty members

expect to have reasonable amount of self direction in their

work. They also expect to participate in decision making

processes involving the conditions under which they work.

28

But "professors are influenced by their environments."

29

According to Wilson they do and have to operate within an

institutional Framework. He said that:

Even though academicians are professional men

and women enjoying a high degree oF independence

as specialists, they Function within an institu-

tional Framework which evaluates, ranks, and re-

wards them in terms of their presumed value to the

organization. ... This runs counter to the body-

of-equals tradition, but apparently there is no

organizational substitute for it, not only as an

incentive device, but also as a means of ordering

the allocation of limited ends.

M

27

Miller and Wilson, 22. 222. p. 30

28

Richard H. Shryock, (ed.) 122 Status 22 University

.Teachers (Earls: UNESCO, 1961) p. 9 ""'

29

Logan Wilson, "nature and Sources of Faculty-Adminis-

131‘ative Tensions," Frank C. Abbott, Faculty-Administrative

RIBlationshi 3 (Washington, D.C.: American Council on Edu-

Cation, 1958 p. 11
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A similar view expressed by the Educational Policies

Commission and the American Association of School Adminis-

30

 

trators states that:

Each member of a faculty while holding a1-

legiance to the scholarly discipline which draws

him into the university, cannot escape an equal

responsibility for the total character, and

quality of the college way of life. His help is

essential in developing a sound institutional

life. ... An individual who joins a Faculty is

no longer a free lance scholar. He has parti-

cularly, the responsibility of seeing the re-

lation oF his own and other disciplines within

the academic framework. He has an obligation to

participate in the complex enterprise of build-

ing a curriculum for higher education in terms

of the objectives of the institution which em-

ploys him.

31

Presthus contends that members of an organization

accommodate to the demands of the organization in three ways

-- upward mobility, indifference, and ambivalence. To this

writer's view, the Faculty as organization members may act

in like manner. Accordingly, according to Presthus, they

are- (l) upward mobile - they are the most successful organ-

ization members. They feel friendly toward their superiors

23nd believe the latter feel the same toward them. They have

lLittle difficulty in making decisions in conflict situations

bcecause they accept the organization's values as decisive;

‘

30

The Educational Policies Commission and The American

.fljasociation of School Administrators, Higher Education in a

Decade of Decision (Washington, D. C.: NEA, 1967) pp. 83 & 84

31

_ Daniel E. Griffiths, (ed.) Behavioral Science and

Edlggational Administration (Chicago: Illinois: The National

Sooiety for the Study of Education, 1954) p. 115
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(2) indifferent - they refuse to compete for the organization's

Favors. Some enter the organization with great expectations

but are unsuccessful and react to the organization's demands

by turning their backs on the organization. They accommodate

to the organizatiods demands by doing their work, arriving on

time, and leaving on time. But they develop their interests

outside the organization. They sell their time for a certain

amount of hours and guard the rest: and (3) ambivalent - they

are a small minority who can neither resist the appeals of

power and success nor play the role required to gain them.

They find it hard to get along with authority and cannot play

the organization's game. Compared with the ugward mobiles,

they place individual friendship above the good of the organ-

;ization. Confronted with a conflict, they decide in Favor of

tzhe individual against the organization.

32

Wilson on the other hand, singled out a group of Faculty

rnembers whom he termed as misfits. He characterizes them as:

those who insist on playing the roles other than the

ones in which they are cast as teachers, scholars,

or scientists. They are typically less interested

on the pursuit of truth than in missionary activity.

... They regard the classroom and the Faculty meeting

less as places to solve problems and examine different

points of view than as sounding boards For a parti—

cular gospel. Regardless of the sincerity of their

motives, the net effect of their actions is often to

involve the institution in controversies which serious-

ly impedes its support and formal movement.

32

“1.1.130”, EEO Cite P. 8
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33

Faculty-administrative relationships. Tead would like

to believe that there are no basic differences in interests

between faculty and administrators. But the existence of

such a situation is generally acknowledged. He said that

ways must be Found to transcend such tension toward unity

of high purpose and the accommodation to necessary changes.

34

Stone believes that Frustrations and disunion which crop up

in college affairs are traceable to assumptions that: (1) pre-

rogatives of faculties must be rigidly protected against

"college administrators" and trustees, (2) delegation of Final

authority for discussions on general administrative matters

to faculty organs is democratic, and (3) faculty members

should share in all decision making processes or should be

represented in the making of such decisions. In view of these

there is a strain toward great conflict between the adminis-

35

tration and the faculty. Clark states that, "the expert

located in the organization is subject to the authority, the

.influence, the appeal to loyalty of both his organization

23nd his professional group." He states further that although

FDrofessionals strain toward self-regulation, they continue

'tca be subject to organization control.

‘

33

Ordway Tead, ”Faculty Freedom: Administratively Viewed,"

llfl§.fl2££2.2222221 AssoCiation Quarterly, 30:190, 1955

34

Donald C. Stone, "Perspective of a President on the
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l_2 main function 22 the faculty. "Two major Functions

performed by most staff members of major institutions are

teaching and research, so that the average man Finds occu-

pational advancement along one or both avenues.§6However,

according to Wilson?7”teaching and research don't constitute

the whole of the professor's job. A college or university

has a tendency to multiply function and utilize its personnel

For carrying them." He also is called upon to perform many

other services outside the college community. He takes part

in local, state, and national professional activities. Thus

the Faculty member performs a "classroom role," a "pro-

fessional role," and an ”institutional role."

The Problems and Processes 22 Occupational Development

Havighustsadefines developmental task as one which arises

at or about a certain period in the life of the individual.

Successful achievement leads to happiness and Failure leads

to his unhappiness. For the faculty, their develOpment is

tied to the institution's control of statuses and ranks,

conferred over a period of time under a system of rewards

and penalties. Failure by any faculty to get promoted from

 
————‘_
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one tank to another within certain stages or periods in his

career produces unhappiness and discontent. According to

Caplow and McGee, non-promotion causes involuntary termina-

tion or other similar effects. They said that:

Nonpromotion as a cause of involuntary termi-

nation is similar in effect to refusal to grant

leave..Among associate professors, it often results

in resignation. ... The associate professor who

was one of four assistant professors promoted at

the same time is unlikely to remain in the de-

partment when the other three are given further

promotion and he is left behind."

The process of develOpment may also be perceived as

occuring within a time distributed sequence of characteristic

psychological and vocational life stages.

40

The career development process. Super states that

the term career pattern originated from the Field of socio-

.logy but it parallels closely the psychological concept of

Ilife stages. The sociological pattern fefers to the sequence

(of occupations in the life span of the individual. And this

ssequence may be analyzed to ascertain the major work periods

Ifihich constitute a career.The psychological concept of life

satages is derived from the analysis of life histories in
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which the major events in life group themselves. These events

vary From one stage to another, justifying the classification

of life into a sequence of characteristic stages.

The professorship, compared to other professions, is a

late-entry and normal leaving career. In general, faculty

members have also varied initial work experiences and they

tend to proceed immediately from college preparation to

stable professional employment. Like most professional

workers they skip the trial and floundering period in vo-

cational development.

Age limits within each sequential psychological and

vocational life stages vary considerably from person to

person. "Most academic man enter the labor market today at

about thirty, upon receipt of the PhD., and since the usual

age of compulsory retirement is about seventy, a man of

‘Fifty can still look Forward to as many working years as lie

t3ehind him."41

Faculty development 2_ the exploration stage. Faculty

(development commences with the exploration and establishment

stages. This period occurs during the graduate years of pro-

Fessional preparation and the initial entry into the academic

Community. This has been the subject of many studies - survey

‘

41

Caplow and McGee, 22. cit. p. 73
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of orientation practices, survey of problems of new faculty

members, assistance provided in the initial assumption of

teaching duties, and procedures in helping the faculty

members obtain an advanced degree. According to Grundstein?2

in the exploration stage, the process of development centers

upon the need of the Faculty member to work out a pattern

of personal commitment to: (l) the occupation of academician,

(2) the organized profession of academics, and (3) the uni-

versity as an institution where work and personal growth

and career are subject to a system of governance. He said

further that the last objective is by-passed in the approach

to faculty development: that new recruits have not, generally,

been considered as potential contributors to the rational-

ization of university governance.

Faculty development 22'222 stabilization 222 advancement

astages. The stabilization and advancement period presents

as different problem when the faculty strives For recognition,

Feromotion, and tenure. During this period, the individual

l<nows more specifically what he wants to do and where he may

tae able to do it. He makes choices as to what direction his

(development will take, investigates possibilities of transfer

‘to other activities which appeal to him, ascertains avenues

inhich are more apprOpriate and promising, and detremines

where advancement would be most readily available. He becomes

active in professional organizations to demonstrate his

.—

42

Grundstein, 22. cit. p. 3
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ability and makes contact For better job opportunities.

Establishment in a career ends Floundering but does not

and mobility. In many instances advancement in a career in-

volves movement From one job to another. An administrator

43

at Clark‘College, stated that:

A faculty member at Clark has the freedom to

better his condition in a professional and ethical

manner. It is only natural to improve his status,

and For other institutions to seek the services of

our top and most promising members of the faculty.

We strive, however, to make our total situation

such that most of these persons are inclined to

stay with us.

Faculty development 22 later stages. From age forty

Five onward the faculty member is generally well established

in his career. Typically, he reaches the maintenance stage.

Generally, he makes no attempt to break new grounds or open

new Fields of work. He has the tendency to keep on doing

the kind of work that helped him get established. He has found

'and made his place in the world of work. Institutional pro-

‘Visions for Faculty development at this period is tied up

inith the whole complex of university operations - committee

Inork and other aspects of university governance, including

‘the improvement of the conditions of work.

The maintenance stage is one of fruition or frustration.

The Faculty member makes choices between competing For new

gains in his field of work or simply hold on. Perfect

*

43

Miller and Wilson, _2. cit. p. 110
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equilibrium is never reached. And professional development

becomes a continuous process. At this stage, however, work

becomes less arduous because a pattern of activity has been

established. The fulfilled individual gains a perspective which

makes him serene, better able to handle difficult problems,

and better able to set his own rather than accept other's

pace.

The period of decline becomes noticeable in the middle

sixties, earlier in some and later in others. As the indi-

vidual recognizes and accepts the changes in him or as his

colleagues recognize them, changes are made in his job. The

.individual may initiate this himself by developing a new role.

Decline may not mean retirement nor change of job but a

modification of present job.

Faculty Development: Characteristics

Faculty development 22 tied with the development 22

the institution. That the institution has character has

44

been well emphsized. Dennison stated that this sets the

 

(direction For the development of both the institution and

those who participate in it. He said in part, that:

The character of the institution sets the

boundaries within which participants may define

or redefine its reason for existence and the

activities to be performed. It is this character

which establishes the guidelines for rational

discussion oF critical decision about education-

a1 programs, admission of students, selection of

44

Dennison, 22. cit. p. 180
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Faculty, and related matters that make the

instituttion what it is.

A faculty development program should open the way for

minimizing to the point of manageability the disequiliberating

effects of contradicting demands on the Faculty by his disci-

pline and his institution. The commitment of the institution

should provide the direction and basis for faculty develop-

ment and the development of the faculty should be intertwined

with designing the institution.

Faculty development involves 222 delineation 22 certain

Aproblems and their resolutions to serve 22 reference points

.222 choice 22 guiding the design of 2 faculty development

program. Three criterion problems have to be resolved

before any Faculty development program may be instituted--

the autonomy criterion, the ethical criterion, and the

effectiveness criterion. Gradstein'saselucidation on this

subject merits study and support.

The faculty member's claim for autonomy is buttressed

by his specialization in a discipline and his professional

status. University organization must accommodate to these.

However, if the Faculty's demand For accommodation becomes

abSolute, as one educator comments, "the institution may

' 46

exhibit a tendency to Fragmentation." In Dressel's view,

he would be inclined to_conceive of planning which will

T 45

Grundstein, 22. cit. pp. 19-29

46

Ibid, p. 20
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start from the individual and the departmental levels in

specifying the kind of development programs they would like

to contribute. These, he said, could be related to budgetary

considerations and the purposes of the institution. In his

view, with this approach, it would be possible to find out

if what the faculty member wants to do is in consonance with

the demands of his department, college, or university. Final-

ly a program could be planned whereby an individual could

be rewarded for what the institution asks and expects rather

than base rewards on publication as is commonly practiced

in many institutions.

The ethical criterion hinges on the Faculty's expectancy

of success in his profession. He wants a high correlation be-

tween what he does and the realization of his expectancy.-

to become professor or "professor administrant." Institutions

should be able to allow members of the Faculty to range as

far as their interests and abilities and the reources of the/

institution could go. It should be able to build a diversi-

fied reward system around a principle of differential worth.

The effectiveness criterion rests upon the assumption

that an academic marketplace exists and that institutions are

Inot interchangeable. Some institutions are slated for top

positions while others are destined for the bottom. Insti-

tutional ptestige may be gauged by how much and what kinds

0f Faculty members it can draw from the academic marketplace.
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This in part is determined by the effectiveness of its

Faculty development program, the faculty's subscription to

it, and the joint determination of the Faculty and the ad-

ministration to be in a desirable competitive position.

Faculty deve10pment involves the controlled movement

._£._EE faculty member 22 _2 organizational setting 2222_2

period 22 time, which movement 22 2222 22 the organization's

control 22 faculty ranks and statuses. A university is

concerned with safeguarding the standing of ita academic/x

ranks from depreciation in the academic marketplace. This

is important For purposes of recruitment and retention oF

the Faculty and the replacement of graduate students. "A

full professor at any university must be regarded - For some

purpose - as the equal of a full professor anywhere else.”47

An ideal pattern of work For a faculty member is one

that contributes to the maintenance of individual competence

to the kind and level of work associated with a particular

academic rank and which facilitates the acquisition of the

norm For the next higher rank.

Faculty development occurs within 2,time-distributed

seguence'22.222racteristic psychological 222 vocational 2222

stages. A full discussion on this based on Super's con-

ception of the developmental process in the world of work

47

Caplow and McGee, 22. cit. p. 126
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48

has been presented. In addition Caplow and McGee state that,

"an academic man's career is normally half over at the age

of fifty.” And that, “prestige is usually the stronger lure

for men on the way up, whereas security and authority become

more attractive to men on the way down." A different viewpoint

resulting from a recent study they conducted, was expressed

by Ingraham and King?9 They stated that, "A man's cultural

life and social usefulness does not end by decree at age 68

or 70. An institution which turns out educated bachelors but

fossilized emeriti has failed in one of its educational

function.”

Faculty development 22.2 continuous process of promoting

.222 growth and development 22 222 faculty member ££2fl.:§2:“

lection' 22 "separatién? Each psychological and vocational

life stage of the Faculty member needs varying provisions

to promote their development. And that differential provisions

to meet varying needs and problems of the faculty should

cease only upon separation.

_Eaculty Development: Defined

Faculty development is the process by which a Faculty

member achieves his personal and professional goals within

T 48

Caplow and McGee, op. cit. pp. 73 d 125

49

mark H. Ingraham and Francis P. King, The Outer

Fringe: Benefits Other Than Annuities and Insurance (Madison

and Milwaukee: University of Wisconsin Press, 1965) p. 84
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an institutional framework over a period of time. It occurs

through a progression of sequential stages in the psycholo-

gical and vocational life of the faculty member, distributed

over time From initial entry into the academic community

until his separation, retirement or movement to another

career pattern. The work content is influenced partly by the

commitments of the institution and the direction towards which

it is projected and the Faculty member's own goals, varying

in emphasis on teaching, research, and service. It provides

for the accommodation of the faculty member's autonomy in-

herent in his status as a professional and his specialization

in a discipline, by the institution, within the Framework

of rewards and penalties. It also provides For the accommo-

dation of institutional goals and commitments by the facul-

ty member, that the former may achieve the purpose for its

existence. Finally, it involves the provision of enabling

(conditions by the administration for the rationalization of

Faculty achievement of the conjoint goals of the faculty

and the institution. The Foregoing conceptualization may be

schematically represented in Figure 2.1.

SUMMARY

This chapter presented a review oF current approaches

'tO faculty development. Many of the studies which were looked

jJWto also provided the background materials from which some
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of the interview questions and the checklist items for

faculty development utilized in this study were drawn. Also

from this review of the literature an analytic study of the

components of the term "Faculty development" was made possi-

ble. Finally, an appropriate concept of the term “faculty

development" was generated.” This concept will later be

made use of in Chapter Vito determine how adequate are the,

Faculty deve10pment practices in the seven colleges in this

StUdYe
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CHAPTER IV

COLLEGE IMAGE AND FACULTY PROFILE

Two of important things to consider in Faculty develop-

ment are: character of the college and faculty character-

istics. Among the various aspects of the colleges investi-

gated are: type of control, size, primary orientation,

program level, personnel policies, and availability of funds

for faculty development. Faculty characteristics considered

were: age, rank, educational attainment, experience, and

institutional, professional, and other scholarly activities.

Attempt was made also to compare faculty character-

istics in the study with those drawn nationally from techni—

cal and Four year colleges and universities, public and

inrivate. This may have some implications for the adoption of

zany faculty development program suitable to the colleges in

‘the study.

THE COLLEGES IN THE STUDY

The seven colleges are governed by varying boards of

C(Jntrol whose members are either elected by popular vote of

tJfie people in the state of Michigan or appointed by the

‘QOvernor and confirmed by the legislature. Their main
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financial support comes from legislative appropriations.

For the purpose of this study, the seven colleges of

education were dichotomized by size into three large and

four small colleges. The division was based on three factors:

total enrolment in the institution, faculty size, and variety

and level of program offerings. The large colleges offer both

the doctor of education and the doctor of philosophy degrees.

The smaller colleges, however, offer only as far as the

specialist degree. One of them recently introduced the

doctoral program, but it is not as yet fully operative. The

smaller colleges developed from state normal colleges. They

are fast becoming multipurpose universities; yet they still

reflect the liberal arts background and strong emphasis on

teacher education of their earlier years. The three large

colleges have for their goals the implementation of a more

or less balanced program of research, teaching, and service.

Eiollege Orientation

Teaching is the primary orientation of all the colleges.

Chas of the deans stated during the interview that, "If you

9C3 to the legislature and you will tell them that you will

8130p teaching, this institution will be closed." But another

Chaan stand that research is expected of every faculty member

1F! his college, that ”each faculty member has research time

bLJilt-in in his faculty load, so that he will always have



time to do some research activities." In his college more

research time is given to foll professors than to those at

are at lesser ranks.

Personnel Policies

Teaching and research. Interview results produced

varying responses as to how much time is devoted by faculty

members to the various functions - teaching, research, and

service. The average faculty work load in all colleges is

twelve hours teaching load or its equivalent, per week,

either in a quarterly, semestral, or trimestral program of

organization. The time devoted to research varied consider-

ably between the large and small colleges. Two deans stated

that their faculty members devote a range of no time at all

for research to a reduction of one or two semester hours

Luith a mean of five percent of a faculty member's time de-

\/oted to this purpose. In the large colleges, the time de-

\/Oted to research ranged between 15¢ to 25% of a faculty

”Member's work load. However, there were faculty members who

uJere engaged in either full-time teaching or full-time re-

1

SEEarch. This holds true with woodburne's observation!

The problem of faculty advancement is not

constant from one institution to another. Its

components vary as the task and the teaching

responsibilities vary with the college or uni-

versity... A university with a large percentage

1

moodburne, 22° cit. p. 20
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of graduate students must place greater weight

on the research and scholarly activity of the

members of its staff.

He further stated, however, that the university cannot

afford to ignore the question of teaching effectiveness and

the small colleges are clearly interested in scholarly

activity and research.

Service activities. Between teaching and research are

various service activities that vary not only from insti-

tution to institution but also in the emphasis given to each

in the same college. Common tasks included: advisement of

students, committee work, consultation with schools and

colleges, supervision of dissertations, and various services

to institutional, state, and national organizations. The

smaller colleges have a lesser defined region which the deans

claimed to be their main Sphere of activity and service. One

dean commented that their community responsibility was local-

ized in the particular region where they are situated.

In the large colleges, student advisement is generally

C(Dnsidered to be an integral part of teaching load. But on

trfie whole, informal advisement, in the absence of an ad-

\Iisement center, is part of the instructional function of

all faculty members in addition to their work load. Dean's

r‘EESponses with regard to the amount of time devoted to the

advisement of students varied. They ranged from 10% of
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faculty work load to any amount of time when formal ad-

vising is considered.

The specific amounts devoted to other services could

not be determined precisely. The time faculty members devote

to committee work, administration, and community services

was 25% or less of the faculty's work load.

Other policies and practices. All deans and 90% of

the faculty members were in agreement on the availability of

written policies on tenure. Thirty three or 85% of the facul-

ty members interviewed were aware of written policies on

leaves of absence. Four or 10% said that they did not know

of the existence of such written policies.

Twenty nine or 74% were aware of the availability of

written policies on promotions. Two or five percent said

they did not know about such policies. And, the rest said

that there was definitely no such policy. Despite a clear

Estipulation of promotion policies in the faculty handbook,

aavailable in the six colleges, some faculty members were not

Eunare of them. One faculty member interviewed, stated that,

if‘ he needed to know about a certain policy, he had to borrow

ttfie faculty handbook of his colleague.

Adequacy of Faculty Development program

Faculty members were asked whether they have a well-

FDIanned and executed faculty development program. Six or 16%
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of the faculty members said "Yes." The same number said that

their institutions had fairly well-planned and executed

programs. But twenty six or 66% said that their programs were

never well-planned. Some of those who responded that they had

planned programs referred to their orientation programs,

instructor-internship program, or programs where money could

be made available. Others qualified their ”yes" answers as

conditioned by the availability of either time or money.

Those who said that their activities were not well-planned

stated that, whatever provisions for faculty deve10pment were

available, were provided as the need arose, were informally

proSecuted activities, were things that just happened, and

were those which placed everybody on his own.

In general, faculty members were in agreement that most

activities were initiated by them. But there were also many

activities which were jointly planned by faculty and adminis-

trators. Three or eight percent of the faculty believed that

eall faculty development activities were initiated by them.

(Bnly one said that he did not know who initiates them. Thirty

fiive or 90% believed that either the faculty or the adminis-

tkrators could initiate programs for faculty development.

Time for professional development. With respect to the

aVailability of time for their professional development

tnuenty five or 64% cf the faculty said that it was insufficient.

'Ten or 26% thought that they have sufficient time and four or



10¢ were undecided as to how much time they could consider

as sufficient.

Criteria for professional growth. Criteria or standards

for the achievement of certain activities served both as

goals and guide for the persons involved in such activities.

Twenty or 51% of the faculty members were aware of the avail-

ability of standards or criteria for teaching, either written

or verbally communicated to them. Three or eight percent did

not know whether such standards or criteria were available.

Sixteen or 41% were sure that these standards existed. Those

who stated that some kind of standards were available were

in agreement with the deans that criteria for effective teach-

ing, stated in general terms, were available.

There was more variation among faculty members than

eamong deans with regard to their perception of the availa-

bility of criteria for research. Fifteen or eight percent of

tzhe faculty were aware of the existence of some criteria for

l?esearch, five or 13% were not sure if they were available,

aruj nineteen or 49w were definite that these were not avail-

able. Une dean stated that no criteria whatsoever existed,

while the rest of the deans said that criteria for research,

*Bxpressed in general terms were available either in writing

0r through verbal communication.

There was more agreement among faculty members with

respect to their perception of the availability of criteria
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for general professional growth than among college deans..

Twenty eight or 72% of the faculty were aware of some cri-

teria, only one was not or did not know, and ten or 25%

were very certain that no such criteria were available.

In five of the colleges, the faculty handbook specify

standards of achievement for the foregoing activities. It

was noted that in the colleges where such standards were

available some faculty members were not aware of their

existence.

Availability pf fgggg. Most faculty members and deans

were agreed on the insufficiency of funds for program activ-

ities. Seventy five percent of the faculty stated that funds

Luere insufficient. Two or five percent believed that their

institutions had sufficient funds, and the rest did not know

[whether thay had sufficient funds or not. Only one dean ex-

FDressed with confidence that funds were always available and

SLJfficient. when interviewed, his response was, "Yes, I think

“H3 do have sufficient funds. we have not been stopped from

CjDing what we want to do for lack of funds.” A faculty member

iri the same institution also expressed confidently that funds

UJEre always available. A closer examination of the situation

irevealed that both of them were involved in carrying out the

s3ame program of activities. 0n the other hand, another dean

1n the same institution stated, "The university does not
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designate funds for faculty development as such. Incidentally

funds are provided. If we are willing to do the job for travel

to meetings and do with oublic service, we don't have one

third enough money to do reasonably an adequate job.“

uHAnACTtRISTIUS OF THE FACULTY

Thirty nine faculty members were in this study. Thirty

two or 82% were men and seven or 18% were women. This consti-

tuted the same proportion of men to women involved in a sur-

vey of 13,017 faculty members conducted by the United States

Office of Education on the national level on the status and

career orientation of faculty members during Spring, 1963.2

Other similarities or differences in characteristics between

'the sample drawn from colleges and universities - public and

FDrivate - on the national level with those of the sample in

fzhis study may be noted. This may have some implication for

tffie adoption of any faculty development program appropriate

fWDr the faculty members in this study.

Interview results revealed the following inventory of

f"aculty characteristics in this study. Of thirty nine faculty

”Members, three or eight percent started college teaching

(juring the "exploratory stage in vocational development," ages

'Panging from about fifteen to twenty five. Thirty two or 82%

Started during the "establishment stage," ages ranging from

tmenty five to forty five. And only four or 10% started during

\_

2

Dunham, wright, and Chandler, 23. cit.
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the "maintenance stage," ages ranging from forty five to sixty

five. Currently, twenty four faculty members are in the age-

range twenty five to forty five, eighteen are in the age-

range forty five to sixty five, and only two are sixty five

and over. Each stage of development according to Super3

presents different needs and problems.

The faculty members in the Office of Education study

had a median age of forty two. Those in this study had forty

five. In the formeryinstitutions included four year colleges.

All colleges in this study have graduate programs. The study

conducted on the national level revealed that "the graduate

faculty was older and held more doctorate than upper division

faculty."4

Educational attainment. Without considering the time
 

involved and the circumstances through which the faculty

members were able to obtain a higher degree, the following

is indicative of their educational advancement.

Three faculty members or eight percent were initially

appointed when they had only their bachelor degrees. Of these,

one subsequently obtained the master's degree and two the

doctorate. Twenty four or 62% held the master's degree at

employment. Sixteen or 66% subsequently completed the doctor-

ate. Twelve or 30% held the doctorate when they were initially

employed.

 

3

Refer to Super's discussion of the developmental process

in Chapter III

Dunham, op. cit.
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Rank. Seven or 18% of the faculty were initially ap-
 

pointed at rank of assistant professor. All have advanced

in academic rank. These were promoted to: three assistant

professors, one associate professor, and three full pro-

fessors.

Seventeen or 44% were initially appointed at the level

of instructor. Six or about 35% have been promoted to full

professors, three associate professors, and four to as-

sistant professors. Four have not advanced in academic rank.

One of these had four and three had one or two years of ex-

perience.

Twelve faculty members were initially appointed as-

sistant professors. Four each have become professors and

associate professors. The other four have not advanced in

academic rank. One, initially appointed full-time lecturer

has been promoted to associate professor. The rate of ad-

vancement varied from rank to rank and from individual to

individual.

In the Office of Education study, referred to earlier,

slightly more than one half or 51% of the faculty had ranks

of associate or full professor. Similarly in this study,

slightly more than one half of the faculty had the same ranks.

Experience. Twenty-three or 59% of the faculty did

not have any experience in other institutions. Three of

these were new recruits, six had two years, three had three

years, and twelve had more than six years of experience in
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their previous_institutions.

The study revealed further that of sixteen who had ex-

periences in other institutions, nine had less than three

years, three had four to six years, and four had seven or

more years of experience in previous institutions. The reason

for the mobility of those who came from other institutions

were not explored. It was previously mentioned, however, that

mobility is characteristics of the development process.

The present situation show nine or 23% of the faculty

had one to three years of experience. The same number had

four to six years, seven or 18% had seven to fifteen, and

fourteen or 36% had more than fifteen years of experience.

Faculty assiggments. In the Office of Education

study, 90% of the faculty were primarily teaching. In this

study 82% were in that category. The same percentage, eighty

two, liked this assignment. However, it did not follow that

these were the same individuals. Of three whose primary as-

signment was teaching, one preferred to do more research,

one more student advising, and the other, more community

service. Five or 13% were primarily in administration. Only

two of these preferred this work. One wanted to do more re-

search, and two more teaching. Only two of the faculty

members were primarily in research. Of these, one preferred _

to teach.
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On the basis of the foregoing, some faculty members do

not like certain activities. An activity, least like by the

faculty was committee work. Sixteen or 41% expressed dislike

5

for this. moodburne gives a clue to this situation. He

stated that:

Some committee work can give to faculty

members a feeling of participation in the large

enterprise. They can grow to know the problem

of an entire college or the larger aspects of a

university. This is worthwhile because it places

their own individual efforts in the greper

framework of an institution. It is doubtful,

however, whether committee assignments are made

on this basis.

 

Administration was disliked by twelve or 31% of the

faculty. Research was disliked by six or 15%; community service

and student advising were disliked by two or five percent

each. In contrast to the faculty's dislike for certain ac-

tivities, three or eight perCent of them like research more

than any other activity. One each liked student advising

and community service more than others.

Twenty eight or 72% taught both graduate and under-

graduate students. Six or 15% taught graduates only and

five or 13% undergraduates only. Those who were primarily

in research taught graduates only. And, of those who were

primarily in administration, one taught graduates only, the

others both graduates and undergraduates.

Scholarly activities. More than one half, 55% of the

 

5

woodburne, 23. cit. p.147
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faculty did not undertake any research work during the

schoolyear 1966-67. Thirty six percent had two research

projects each, five percent had three or four each, and one

only had more than four research projects. However, when the

total years of service in the institution was considered,

the situation changed. Only fifteen or 38% of the faculty

did not conduct any research project, 31% had one or two,

five or 13% had three or ffiur, and seven or 18% had more

than four.

Similarly, the publication efforts of the faculty during

the past five years were investigated. Nineteen or 49% did

not publish any paper, seven or 18% published one or two, six

or 15% had three or four, and seven or 18% had more than

four.

Only nine or 23% authored or co-authored a book. Two

of these had three or four books and seven had one or two.

This did not include those whose work were in the process

of publication.

Scholarly recognition. Only nine faculty members re-

ceived some kind of honors or academic awards.

Thirty did not. Four obtained fellowships from either a business

or professional organization. Three received faculty awards

for outstanding achievement in their line of specialization.

And two received scholarships, one a Fulbright travel grant

to a foreign country.
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summARY

Two aspects of the colleges were investigated - the

character of the colleges and the characteristics of the

faculty. Both of these give directions to faculty develop-

ment efforts.

The overview of the status of the faculty also provided

a background information on: (1) what had been going on with

respect to faculty development in the colleges, institution-

ally provided or not, (2) what were the statuses of those

who appraised the activities for faculty development, and

(3) what kinds of policies and programs for faculty develop—

ment may be adopted.

The closeness or dissimilarities of the characteristics

of the sample in this study to those which were drawn nation-

ally from four year colleges and universities, public and

private, may have some implications for the adoption of any

faculty development program suitable to the colleges in this

StUdYo



CHAPTER V

1

FACULTY APPRAISAL OF INSTITUTIONAL PROVISIONS

FOR FAOULTY DEUELOPMLNT

Faculty members appraised the helpfulness of insti-

tutional provisions for faculty development in three ways:

(1) judging the helpfulness of a list of selected practices

perceived available in their colleges, (2) giving practices

which in their opinion have proven consistently helpful, and

(3) suggesting specific improvements they believe would be

most useful in improving a faculty development program. In

addition, they identified the faculty members who benefited

most from specific practices and suggested which practices

should be improved or maintained.

FAOULTY APPRAISAL LF SELECTED PRAETIOES

Faculty members rated a list of 84 institutional pro-

visions for faculty development shown in Table 5.1. Each

provision was rated four ways, one for each of four variables:

availability of practice, extent of faculty use, helpfulness

to faculty generally, and helpfulness to faculty himself.

Each of these was rated with one of four structured re-

sponses scaled from a highly positive to a negative response.

 

1

Provision may be used interchangeably with practice or

procedure.
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A higly positive response of 3 is given a weight of 3 points

and a negative response is given a weight of 0 point. In be-

tween,a response of two is given 2 points and a response on

1 which may either be "not sure" or none either gets a point

value of 1 or 0.

The ratings of each provision are in any combination of

four values: "H" for high, "M" for moderate, "L" for low,

and "I" for insignificant.2 Out of 256 possible combinations,

tabulated data resulted in only 22 combinations which appear

in Table 5.2 below.

Table 5.2 Relationship of ratings of four variables

For each of eighty four listed

 

 

provisions

No. of I lNo. of lNo. of I lNo. of

Combl- I Faculty lEach'w ICombi- 1 Faculty [Each

nations I Ratings lCombi- lnationsl Ratings [Combi-

l Inations! I Inations

I I I I I I

l I H-H-H-H I 17 l 12 I m-L-H-m I 1

3 l m-H-H-H I 5 l 13 l- ~I-N-H-m I 2

3 I L-H-H-H I 4 I 14 I I-H-m-H I 1

4 I H-m-H-H I 4 I 15 l- L-m-m-H I 2

5 I m-m-H-H I 10 I 16 I I-H-m-m l 1

6 I L-m-H-H I 9 I 17 I H-m-m-m l 1

7 I m-H-H-m l l I 18 l m-m-m-m I 4

8 l H-H-m-H I l l 19 I L-m-m-m l 5

9 l m-m-H—m I S l 20 I I-m-m—m I 1

10 I L-m-H-m l 5 l 21 I m-L-m-m I 2

11 l L-L-H-m I l I 22 I L-L-L-L I 2

l l l I I
 

From the foregoing table. it will be noted that 17

[Dractices received four "high" ratings. Each practice is

"high” in availability of practice, extent of faculty use,

k

2

A meaningful explanation of how the ratings were

arrived at may be found at the end of Table 5.1.
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helpfulness to faculty members genenerally, and helpfulness

to faculty member himself. A total of 49 practices, combi-

nations numbered 1 to 6, are a11"high" in helpfulness for

faculty members generally and faculty member himself. Only

two practices, combination numbered 22, are "low" in helpful-

ness for all faculty members who perceived the practice as

available. These are: 11:21, preparation of a course outline

of subject to be taught and filed with the office of the

dean and lgzgg, giving rewards to those who bring_about ins-

tructional innovation. One faculty member stated that outline

of subjects to be taught were filed in the office of the de-

partment chairman instead of the dean's office. Also, while

the practice of giving rewards to those who bring about ins-

tructional innovation received ”low" ratings in helpfulness,

ll;§§, administrative support to do innovative instructional

2335, received ”high" helpfulness ratings for both faculty

members generally and faculty member himself.

A more detailed appraisal of the helpfulness ratings of

the faculty based on the availability of the practices in all

colleges and participation of the total faculty, resulted in

the ranking of the provisions shown in Table 5.3. The ranking

was arrived at by adding the point values of helpfulness to

faculty members generally and helpfulness to faculty member

himself.
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Most Helpful Provisions

Among 75% of the ranking helpful provisions, rank 1 to

21, in Table 5.3, seven -- II-38, 37, 36, 35, 18, 40, and 30

-- are aimed to achieve instructional proficiency; six --

I-16, 5, 9, 4, 8, and 3 -- are aimed to promote understand-

ing of institutional purposes, policies, and practices; four

-- IV-73, 66, 70, and 58 -- are aimed to promote general

professional growth; three -- V—Bl, 83, and 80 -- are aimed

to boost faculty morale; and only one, III-55, provision for

an adequate and up-to-date library is aimed to promote re-

search and scholarship. The last one, however, is one which

is helpful in achieving all the other objectives.

From another point of view, the foregoing practices may

be arbitrarily dichotomized into those provisions which are

aimed to improve working conditions of faculty members and

those which have real relevance to faculty development. Pro-

visions, ranked 1 through 5 may be designed to improve work-

ing conditions and those which rank 10 and 21 to develop the

faculty directly.

Least Helpful Provisions

Some practices.have "high" helpfulness for both the

faculty membrrc generally and the faculty member himself;

yet, they may rank lower than those with "moderate" or "low"

helpfulness when all colleges and faculty members in the



study are considered. This is evidenced by the following re-

sults.

Among the 20 least ranking provisions, rank 65 through

84 in Table 5.3, four --III-50, 52, 53, and 51 are aimed to

promote research and scholarship; seven --II-l7, 25, 32, 27,

41, 21, and 29 are aimed to promote instructional competency;

three --I-15, 7, and 11 are designed to promote understand-

ing of institutional purposes, policies, and practices; and

six --IV-52, 67, 78, 71, 77, and 74 are designed to promote

general professional growth.

Five of these least ranking provisions - II-17, 1-15,

I-7, 11-41, and 1-11 are "high" in helpfulness for faculty

members generally and faculty member himself. And three of

these: II-17, preparation of an instructor's calendar year

plan, 1-7, publication of a collegelschool-wide faculty

handbook, and I-11, publication of a college/school-wide

newsletter are also "high" in extent of faculty use. Their
 

"low" availability accounted in part for the low ranking

which they obtained. Provision 1-15, publication of de-

partmental bulletins and II-41L an adviser's handbook apart
 

from a faculty handbook are both "low" in availability and

"moderate" in extent of faculty use of the provisions.

Similarly, their"low" rankings are due partly to these last

two mentioned variables.
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Other Helpful Provisions, Not Adequately Provided

From Table 5.3, it will be observed that there are many

practices which have "high" helpfulness ratings for faculty

members generally and faculty member himself which ranked

lower than some of those which have either both "moderate"

ratings for faculty geherally and faculty himself or one

"moderate” and one "high" interchangeably for the two. Four

provisions which did not rank high in the list despite their

"high" helpfulness ratings for both faculty generally and facul-

ty himself and also their ”high” faculty participation are:

Rank

II-39 An advisement center for undergraduate

academic advising to relieve faculty

members of the roUtine aspects of academic

advisement 28.5

I-2 Gollege/school-wide faculty orientation

meetings/conferences 34.0

II-22 Departmental meetings/conferences to

share knowledge of teaching methods and

techniques 42.5

III-55 Free access to the service of the

departmental secretary in the absence

of individual secretarial help 42.5

Provision II-22 is ”low” in availability while the three

others are ”moderate." The problem of having too many under-

graduate students to take care of for academic advising is

felt heavily by the small colleges. However, different steps

are now being taken to partly remedy the situation. One dean

stated that one or two faculty members are being relievedof
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their teaching assignments to devote their time to advising

students. Another dean said that they could not afford to

relieve faculty members of their teaching load but the

students are given early assistance, prior to the opening

of classes when faculty members are not yet saddled with

classroom duties.

Except in one of the big colleges where no program of

faculty orientation meeting seems to be carried out whether

in the college or the university level, all other colleges

hold orientation meetings/conferences before or at the

opening of classes. But both deans and faculty members in

the small colleges seem to agree that this activity could

be improved to make it more effective in helping the new

faculty. A dean would like to improve the program content

while some faculty members would like to increase the number

of days allotted for the meetings. A faculty member commented

that many topics were hastily taken up because there simply

was not enough time, to discuss them thoroughly.

The discussion about methods and techniques of teaching

on the departmental level do not seem to be carried out in

the two big colleges but faculty interviews revealed that it

is a strong program in one of the big colleges and one of the

small colleges.

In only four of the colleges do the faculty feel that



secretarial services are available to them when needed.

service appears to be more available in the smaller colleges

than the big ones and is most available in one big and one

small college.

ness to faculty members generally and faculty member himself

Seven other provisions which are "high" in helpful-

but are all "low" in availability appear below. These are,

however, "moderate” in extent of faculty use.

II-42

V-84

IV-79

IV-65

II-33

IV—68

II-28

Making graduate advisement of students

3 part of the teaching load

Provision of an adequate reward system

to minimize faculty turnover

Faculty retreats or workshops

faculty seminars in which research

achievemcnta of faculty members are

shared with colleagues

Administrative financial support to do

innovative instructional work

Adjustment of a faculty members time

schedule to allow him to complete a

degree while on full time employment

in the institution

Planned teamwork between experienced

and inexperienced faculty members

Rank

46.0

47,5

47.5

49.5

56.5

61.0

63.5

An implication that may be drawn from the foregoing

situations is that in view of the “high" helpfulness of the

provisions for the faculty who make use of the practice,

such provisions should be made more available to them.

The
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I“

Helpfulness of Provisions in Relation to Faculty experience

Faculty members were asked as to who are helped most by

each of the 84 listed practices in Appendix 3. Their re-

sponses based on the raw data in Appendix C, appear in Column

D, Table 5.1. From the table, it appears that all 84 provisions

except the following which are deemed most helpful only to

less experienced members are helpful to every faculty member.

I-l Regularly organized university-wide faculty

orientation meetings/conferences prior to

the opening of school

I-2 College/school-wide faculty orientation

meetings/conferences

II-2l Implementation of an instructor-internship

program

II-28 Planned teamwork between experienced and

less experienced members

IV468 Adjustment of faculty member's time schedule

to allow him to complete a degree while on

full time employment in the institution

Inexperienced members polled the highest percentage of

responses for the above provisions among: (1) everybody, (2)

experienced members, (3) inexperienced members, and (4) not

sure. For the rest of the provisions (1) everybody polled the

highest percentage as the "group" helped most by the provisions.

A further differentiation was made by observing the difference

between percentage polled by (2) experienced members and (3)

inexperienced members if the highest percentage of responses

is polled by ’1) everybody. If a significant difference
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exists between the two groups (2) experienced and (3) inex-

perienced members based on how much majority is polled by

everybody, the group which received a higher percentage was

perceived to be helped more than the other.

Provisions helpful to experienced members. Un the basis
 

of the above criterion, a total of 24 provisions are deemed

more helpful to experienced than to less experienced members.

These provisions, grouped according to the five objectives

in the checklist are categorized below.

Objectives

I ------- 4

II ------- 23,

III ““““ 44’

53,

III ....... 59,

v ------- 84

Provisions

42

50,

and

50,

25, 30.

45, 46,

and 55

61, 63,

34,

48,

41,

49, 51, 52,

75, and 76

Out of 14 provisions designed to promote research and

scholarship,

to less experienced members.

promote understanding of institutional purposes,

and practices,

members.

Provisions helpful to less experienced members.

11 are deemed more helpful to experienced than

Out of 16 provisions designed to

policies,

only one is deemed more helpful to experienced

In

addition to the five provisions which are deemed helpful to

less experienced members only,

terion used above,

on the basis of the same cri-

the following provisions are deemed
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more helpful to less experienced than experienced members.

Objectives Provisions

I ------- 3, 5, 6, 7, and 13

II ------- 22, 26, 27, and 43

III ------- 0

IV ------- 67, 69, and 79

V ------- 0

If the above provisions were considered together with

five others which were previously considered helpful to less

experienced members only, out of 16 practices aimed to pro-

mote understanding of institutional purposes, policies, and

practices, eight are more helpful to less experienced members

while only one, I-4, is more helpful to experienced members.

In contrast, most provisions designed to promote research

and scholarship are more helpful to experienced than less ex-

perienced members. None of such provisions are deemed more

helpful to less experienced members.

Provisions equally helpful to all faculty members. All

other provisions, not considered above, are deemed helpful to

both experienced and less experienced members. Among five pro-

visions designed to promote faculty morale, only V-84,_pro-

vision of an adequate reward system to minimize faculty turn-

.2333 is more helpful to the experienced faculty members.

Equally helpful to all members in promoting instruction-

al competency are: II-l7, 18, 20, 24, 31, 32, 33, 35, 36, 37,

38, and 40. Only three provisions designed to promote research

and scholarship are equally helpful to all faculty members.
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These are: III-54, previding clerical service other than what

is provided by funded research projects; III-56, provision

for a well-equipped and up-to-date library; and III-57, ease

of inter-library loan facilities. One half of the 22 pro-

visions intended to promote general professional growth:

IV-58, 60, 64, 65, 66, 70, 71, 73, 77, 72, and 79 are equally

helpful to all faculty members. The other half are split in

two, five of these help experienced members more and four

help less experienced members better.

Twenty six provisions polled a majority of the faculty

members' opinion that they are helpful to everybody. But such

majority was based on the appraisal of less than 503 of the

total number of respondents. And eight of these were appraised

by less than 25% of the total number of respondents. The

eight provisions are:

I - 11 Publication of a college/school-wide newsletter

II - 21 Implementation of an instructor-internship

program

II - 29 Systematic inter-class visitation in the college/

school of education

IV - 67 Reducing a faculty member's teaching load while

on full pay to allow him to complete an advanced

degree

IV - 71 Granting an honorarium for attendance at pro-

fessional meetings/conferences in addition to

travel and fee expenses

IV‘- 74 College/school-wide uncommitted funds for meeting

unforeseen professional needs of the faculty

members

IV - 77 Periodic peer evaluation; e.g., evaluating one

another, once a year per perception of merit

IV - 78 Submission of an annual individual self

appraisal report
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The foregoing simply indicates that the practices are not

generally available in the colleges.

Faculty Sunqestions with Reference to Appraised Provisions

Faculty member's response to structured interview

schedule, Column E, Appendix 8, was limited to four structured

response categories: intensify, maintain status quo, eliminate,

and not sure. During the interviews some faculty members re-

quested that they be allowed to comment outside the structure

of the interview. They were not encouraged to do so but some

faculty members did give some suggestions outside the structure

of the interview. These were not considered in the analysis

of data.

A summary and interpretation of faculty responses to

this part of the interview can be found in Table 5.1, Column

E. Faculty members wanted 68 provisions intensified and only

16 maintained. For some provisions there are about the same

number of faculty members who suggested "intensify" as these

who suggested "maintain status quo." Une provision, 11:43,

utilization of student appraisal of teaching effectiveness,

obtained same percentage of members who suggested "intensify"

as those who suggested, "maintain status quo." This, however,

was included in the group who suggested "maintain status quo."

Fourteen other provisions which have about equal number of

faculty who suggested "maintain status quo" and "intensify"
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were classified in either group even if the difference in

percentage between the two groups is very small.

A very significant finding of this part of the study is

that, III-44, making research production a criterion for

promotion--salary increase[ advancement in rank/ tenure, was

suggested by 23% of 38 respondents to be eliminated. The only

other provision which obtained the next highest percentage

of faculty members who suggested its elimination is 1V;ZZ,

encouragement to attend local! state, and national conferences/

meetings of professional organizations without agy financial

assistance. In spite of the fact that this provision ranks
 

32.5 in Table 5.3 and has a composite rating of HMHH, 10% of

39 respondents suggested that it be eliminated. Compared to

a similar provision, lyzzg, which stipulates the allotment

of funds for fees and travel while attending professional

meetings/conferences, the latter, although rated mHHH by the

faculty, obtained a ranking of 5.5.

On the basis of the number of faculty members responding

to each particular provision and the percentage difference

of those who suggested that the practice be intensified or

maintained, faculty members felt very strongly on the in-

tensification of the following:

II- Centers for research, teaching, and learning

where faculty members could consult and get

technical assistance, etc.





II-23

II-22

II-30

II-34

11-42

III-46

III-48

III-56

IV—54

IV-73

IV-76

V-83

From the above,

Organized committees specifically designed to

undertake experimentation and innovation in

teaching

Departmental meetings/conferences to share

knowledge of teaching methods and techniques

Inviting "experts" to campus to talk on new

developments in various curricular areas

Provision of teaching assistants

making graduate advisement of students a part

of the teaching load

University-wide funds for research work

Offices for research in the university and the

college/school of education to assist faculty

members in securing research grants

Provision of a well-equipped and up-to-date

library

Listening to ff-campus speakers who have been

invited to report on current research activities

Encouragement to attend local, state, and nation-

al conferences/meetings of professional organ-

izations with travel and fee allowances

A liberal sabbatical leave policy for faculty on

tenure for their professional advancement

Provision of adequate fringe benefits to boost

faculty morale

Provision of an adequate reward system to

minimize faculty turnover

it will be observed that most of the

provisions pertain to the promotion of instructional compe-

tency.

of conditions with which it could be carried out.

With respect to research, the need is the improvement

In the
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study conducted under the auspices of the Southern Regional

Education Board? IV-73, IV-64, and IV-76 all have high values

for faculty development as viewed by administrators. Among

these, however, only financial assistance to meetings is

widely implemented. Percent using sabbatical leaves and visit-

ing lecturers are both low.

CUNSISTENTLY HELPFUL PRACTICES

Faculty opinion was solicited to answer an open-ended

question: what activities and services do you believe have

constantly proved most useful? with one to three responses

each, faculty members gave a total of 23 activities/services,

listed in Table 5.4 with their corresponding frequencies and

degree of helpfulness ranked in decreasing order. The six

ranking activities/services, arranged in decreasing order

of helpfulness appear below.

Implementation of a sabbatical leave policy

Opportunity to attend professional conferences on

the national, regional, and state levels

Released time to enable faculty to undertake projects

Opportunity to undertake research through adequate

assistance

Departmental/divisional meetings

Opportunity to finish an advanced degree

All the above activities/services are in the checklist

Of Provisions which the faculty members individually evalu-

ated, All of them have real relevance to faculty development.

Although it is not the emphasis in this study, it is noted

___

3

Miller and wilson, 29. cit. p. 19



respondents mentioned one to three activities/services.

Nature of Activities Services

Implementation of a sabbatical leave policy .....

Opportunity to attend professional conferences

on national, regional, and state levels .......

Release time to undertake individual or insti-

tutional prOJSCtS oooooooooooaooooooooooooooooo

Opportunity to undertake research projects through

grant of funds, consultative assistance, and

availability of technological facilities ......

Deparmental/divisional meetings .................

Opportunity to finished an advanced degree ......

Inter-departmental, inter-college, or inter-

diSCiplinary comttees .oooooooooaooooooaooooo

Opportunity to listen to and exchange ideas with

"experts" in various fields of specialization ..

Sufficient freedom to undertake any creative

actiflty 0.000000000000000000000000.00.00.00.00

Adequate means of communication between faculty

and ‘dministrators ...O.......OOOOOOOOOOOOOOOOO

Opportunity to participate in international

progms OOOOOOOOOOOOOOOOOOOOOOOOOOOOOIOOOOOOOO

Seminars or workshops for beginning faculty

members ...OOOOOOOOOOOOOOOOOOOOO0.000IOOOOOOOOO

Off-campus retreats for discussion of educational

problems or program evaluation ................

Opportunity to observe programs of other

matitutions .....OOOOOOOOOOOOO......OOOOOOOOOO

Opportunity to provide consultative services to

8&0018 ............OOOOOOOOOOOOOOOO0.0.0000...

.Availability of a faculty handbook ..............

Opportunity to participate in extension courses .

Adgquato nbmry' ooaooooooooooooooooooooooooooooa

.Adoquata technological laboratories for ins

structional and research activities

Organized lecture-concert series ................

New'faculty relieved of too much committee work .

Opportunity to audit classes without charge .....

(Eoneral encouragement by administrators for

faculty to improve themselves .................

. Activities Services Consistentl Proven Hal ful*
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that the ranking provisions in Table 5.4 diFFered From those

in Table 5.3 in that the latter are designed to improve

working conditions oF the Faculty.

SUGGESTIUNS FUH PRUUHAM lmPHUVEmENT

Suggestions For improving Faculty development programs

were also solicited. racuity members were asked: what spe-

ciFic improvements do you think would be most helpFul to im-

prove your Faculty development programs? Twenty two suggested

practices appear in Table 5.5. Many oF these are identical

to those services/activities which Faculty members believed

consistently helpFul and those which they rated in the check-

list. However, the two suggestions which obtained the highest

Frequency oF mention have never been mentioned beFore in this

study. Thesatwo, together with the other Four ranking sug-

gestions are:

More activities which give greater insight into

educational programs 0F other departments/

colleges/ universities

More individualized activities/programs For

new Faculty

Liberal released time For all Faculty members

More Funds For attendance at proFessional meetings

Making known to Faculty all available services

and Facilities

Provide time For research in Faculty's teaching load
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SUmwARY UF MUST HELPFUL PdUVISIDNS

An analysis oF the provisions/practices/services For

Faculty deve10pment in three tables: (1) Table 5.3, where

Faculty members appraised 84 listed practices/provisions,

(2) Table 5.4, where Faculty members expressed their opinions

about consistently helpFul services/activities, and (3) Table

5.5, where Faculty members gave speciFic suggestions For im-

provement of their Faculty development programs, was made.

By examination oF these three tables, the Following which

are not necessarily arranged in the order oF helpFulness are

deemed most helpFul by the Faculty.

More Funds For ttendance at proFessional meetings

Implementation oF widely distributed sabbatical

leave policy

Wore exposure to "experts" in various Fields oF

specialization

Adequate clerical/secretarial help

Departmental/divisional meetings/conFerences

Released time policy For all Faculty

Adequate library

Activities which give greater insight into the

programs oF other departments/colleges/universities

EFFective communication between Faculty and

administrators

more involvement in policy making decisions in

academic and administrative matters

A Faculty handbook

More assistance For research work

Other practices which are "high" in helpFulness although

they are not consistently mentioned are: individualized
 

programs For new Faculty members. provision oF research time

in Faculty's teaching load, adequate_facilities For duplicating
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materialsJ teaching_aids, and technical assistance. The last

consists oF three provisions, ranked 1, 3, and 8 in Table 5.3.

THE FACULTY MEMBER DumchTS

Faculty members have their own ideas about how their

growth and development may be promoted. Some were happy and

contented with the way things went on in their institutions.

Some were indiFFerent with an "I don't care attitude," to

what was going on. A negligible number was bitter about the

prevailing atmosphere in their college. Most important

causes oF dissatisFactions were: crowded oFFice space, inade-

quacy oF clerical services, lack oF time For personal improvement,

and leave policies.

Availability oF time. A long term Faculty member saw

the need Fq'a Faculty room where he could do creative work.

He said, "There must be some speciFic time and room where

the Faculty could go in to see and dream and do something."

One young Faculty member attributed lack oF time to too much

work in his department. He said, "Departmental needs are so

great that it is diFFicult to participate in activities oF

other departments." Another attributed lack oF time to a

shortage oF Faculty. He said, "we have no time For meetings.

we are too busy with students. Faculty/student ratio should

be cut down." A Final comment was, "Conditions are available

but there is lack oF time to do any creative work."
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The need For adequate communication. The inadequacy

oF communication between Faculty and administrators, among

Faculty members, between departments, colleges, and insti-

tutions have been the subject oF many comments. Two new

Faculty members commented about departmental activities.

"There is very little communication between departments.

There are many activities within the departments but not be-

tween. I think we do not develop within one department alone,

but within the college." The other one said, "There should be

more inFormation about what other people and departments are

doing. Each one doesn't know the other."

Sometimes, knowing that Facilities are vailable was not

suFFicient For one to take advantage oF them. An experienced

proFessor commented, "Our institutes have little value in

helping those that are engaged in teaching. The communication

between them and the Faculty is bad." 0n the other hand, the

availability oF certain Facilities may not be known. An asso-

ciate proFessor said, "To make Faculty aware oF what is avail-

able will surprise us to see how much this would help them."

The importance oF adequate communication between the

Faculty and the administrator was commented on by a lady pro-

Fessor. "Administrators may not know what is happening to

their Faculty. They should Find out what they are assigned

to do and what they are doing." And Finally in a lighter

vein a proFessor commented, "The communication system is
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adequate but I don't think it is complete.”

Faculty leave policies. Sabbatical leave policies did

not seem to work out well in some colleges. Some comments

on these were:

"Our sabbatical is only a token amount. we had only

three this year."

"They (reFerring to administrators) have sabbatical in

theory. It is hard in practice. There is no released

time policy, too."

"Sabbatical leave should be Open to all Faculty members

with no strings attached. There is none For our ins-

titution."

Any policy on leave oF absence is generally appreciated

because, "The leave oF absence is helpFul. You always have

a job to come back to. You get a Feeling oF security.” And

one young associate proFessor said, "They should release

more people part of the time to allow them to develop projects."

The needs of the new Faculty. The old Faculty members

expressed their concern For their neophyte members. Some oF

these are evidenced by the Following remarks: "The new

persons are not helped much. Soon they join the cliques, "The

uncertainty oF the new Faculty may be remedied by having

"some system oF evaluation For new Faculty members. They do

not know where they stand." And a director 0F student teaching

said, "There is a need to work with the incoming Faculty to





115

make them realize what their relationship with students should

be. An unFortunate incident happened here because oF the lack

oF understanding on the part oF the new member about what he

was supposed to do."

On program implementation. A Faculty member saw the

need For "more coordination_among administrators and among

programs. This would be very helpFul. There is so much going

on but they don't seem to have good direction." Related

comments were: "Have some more speciFic and precise goals.

‘ Let us see the whole First." And, "Have more central Focus

on the Field 0F education rather than the subparts."

The Faculty members who made the Foregoing comments

were concerned with too much Fragmentation occuring in the

college oF education. They did not limit their concern to

coordination oF activities in their own institutions but

"inter-institutional exchange oF inFormation regarding acti-

vities will be valuable to all Faculty."

SUMMARY

raculty members appraised the helpFulness 0F insti-

tutiomal provisions For Faculty development through (1)

judging the value oF designated practices which were avail-

able in their colleges, (2) giving practices which in their

opinion have consistently been helpFul, and (3) suggesting

speciFic activities/services which could help improve their
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Faculty development programs. Considering all three ways by

which the Faculty mede known what they consider to be

helpFul Faculty development practices, the Following are

Found to be most helpFul.

Funds For attendance at proFessional meetings

A widely distributed sabbatical leave policy

Exposure to "experts" in various Fields oF

specialization

Adequate clerical or secretarial services

Involvement in policy making decisions

Assistance in underatking research work

Ease oF communication between Faculty and

administration

Departmental/divisional meetings/conFerences

An adequate Faculty handbook

Adequate and up-to-date library

Released time policy For all Faculty members

Greater insight into the programs 0F other

departments, colleges, and universities

Individualized programs For new Faculty members

Available technical assistance when needed

Adequate equipment and materials For teaching

There were practices which were considered very helpFul

although a Few make use oF them. Generally speaking, most

helpFul to experienced members are those designed to promote

research and scholarship while For less experienced members

those that promote understanding oF institutional purposes,

policies, and practices. Except For Five provisions which

are deemed helpFul to less experienced members only, all

others 0F the 84 listed provisions For Faculty development

are perceived to be helpFul to all Faculty. Among these are

twenty six practices which were appraised by less than 50k
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oF the total number oF respondents. And oF these twenty six

provisions eight were appraised by less than 25% 0F the res-

pondents.

Faculty members suggested that 68 0F the provisions be

intensiFied or improved and 16 be maintained as they now

prevail. There are Fourteen provisions where the two groups

oF Faculty members are almost even in suggesting that the

practices be intensiFied.or maintained. The use oF competency

in research as a criterion For promotion was suggested by 23%.

0F 38 respondents to be eliminated. Similarly, 10% 0F 39 re-

spondents wanted the elimination 0F the practice oF encouraging

Faculty to attend meetings/conFerences oF proFessional organ-

izations iF there are no allowances For Fees and travel.



CHAPTER VI

FACULTY DEVELUPMENT: PHUBRAM IMPLEMENTATIUN

IN THE SEVEN COLLEGES

INTRODUCTIUN

When this study was in its initial planning stage, an

administrator in-charge oF the academic program oF the ins-

titution, made the Following remark when he was interviewed,

"You will not Find any Faculty development program among the

colleges. You will work on and on and you will Find yourselF

placing your head against a blank wall." This statement has

since been reFuted. Interviews with deans revealed diFFerent

but strong reasons For their Faculty development eFForts. A

dean stated, "I don't know how any institution can operate

without one (reFerring to Faculty development); to allow the

Faculty to Fail, in their attempt to improve themselves in

the progress oF the university, just would be unthinkable."

Another dean stated that Faculty development will "retain a

stable Faculty, will help Faculty take a university-wide

view, and will make them emotionally aFFiliated to the ins-

titution." "With a Faculty development program," said another

dean, "capabilities will increase." And reFerring to young

Faculty members, still another dean said, "Young people don't

know the why's and whereFore oF university liFe. many do not

' 118
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understand their place in the scheme oF things. A development

program should open their eyes to the scheme oF things."

This chapter will present in detail the various practices/

procedures and conditions which promote Faculty development

in each oF the seven colleges in this study. It was previosly

mentioned that the adequacy oF these practices/procedures

will be measured against a conceptual Framework oF "Faculty

development" generated in the latter part oF Chapter III.

Some oF the elements involved in the "Faculty development"

concept are graphically presented in Figure 2.1. These are:

the long-range career plans coupled with short-range plans

oF individual Faculty members (planning is expected to be

done in consultation with department chairmen): the identi-

Fication oF needs and problems relative to the achievement

oF the plans (goals), provision oF the necessary conditions

For the achievement oF individual goals, a continuous process

oF evaluation oF individual achievement, and a re-planning or

re-projection oF individual gOals.

InFormation presented in this chapter was taken From in-

terviews with deans and Faculty members, documentary ma-

terials -- Faculty handbook, college or university bulletins,

brochures, and institutional reports to proFessional organ-

izations, and personal observations. DiFFerences in views be-

tween deans and Faculty are indicated. Opinions expressed by

individual deans or Faculty are noted, and reFerence materials

From which inFormation was obtained are cited.
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COLLEGE A

College A is governed by a Board oF Trustees, operates

under the semester system, and oFFers the Specialist in Edu-

cation degree as its highest degree program.

Teaching is the general purpose oF the institution and

its seven colleges. Emphasis in the college is on elementary

and secondary education. The specialist degree program oFFers

six Fields oF specialization.

Regular Faculty load is twelve teaching hours a week or

its equivalent. Research is not emphasized as teaching is;

but Faculty load is oFtentimes reduced by one to three hours

per week iF one engages in research activities. Departmental

duties relieves the chairman oF one third oF the regular

Faculty load. Opportunities to render community activities

is entirely leFt to Faculty's discretion. Each Faculty member

is encouraged to participate in community services as citi-

zens 0

Administrative Responsibility For Faculty Development
 

Main responsibility For Faculty development in the ins-

titution is vested in the Vice President oF Academic AFFairs,

deans oF colleges, and department chairmen. Amount and nature

oF their responsibilities are clearly stipulated in a recent

revision oF the university's Faculty handbook. The greater

part oF Faculty development activities are undertaken at the
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university and departmental levels. Series oF conFerences and

meetings are careFully planned and scheduled during the year

on the university level, at which Faculty members are expected

to attend. The dean cooperates with the Vice President oF

Academic AFFairs and his department chairmen in promoting de-

velopmental programs. He acts as a sounding board For his de-

partment chairmen and interprets to them the Board's policies

and those oF other university administrators. Organized com-

mittees oF the university senate, specially the proFessional

problems committee assist also in Faculty development eFForts.

Understanding Institutional Purposes, Policies,

and Practices
 

Orientation meetings/conFerences. Orientation meetings

and conFerences on the university and college levels seemed

to have good attendance. The dean suggested improvement oF

these by taking up only matters which could not be taken up

by the departments. He Felt topics which departments can take

care oF crowd out important topics For discussions, resulting

in too much subject matter taken up in a short timeo Leaving

out what department chairmen could handle would give more

room For essential topics that should really be discussed on

the university level. Orientation sessions are continued in

the departments.

Other useFul sources oF inFormation are personal conFer-

ences with the dean and/or the chairmen oF departments,
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memoranda From their oFFices, the university newsletter, and

the campus newspaper. College brochures are in most cases

available.

New Faculty members are beFriended by one or two ex-

perienced Faculty. The latter provide assistance in the

adjustment oF the Former to their new job.

Promotion 2F Instructional Competency
 

Criteria For teaching are clearly stipulated in the

Faculty handbook's supplement. raculty is also made aware

oF varied instructional methods and techniques through gener-

a1 Faculty and departmental meetings. The dean Felt that in-

teraction among the Faculty is great.

Not all Faculty members concur with the dean that all

instructors are Free to intervisit classes. All agreed that

they are Free to do anything with respect to improvement oF

instruction. They simply have to inForm administration what

they are attempting to do.

Displays oF instructional equipment are nade From time

to time. Sometimes these are sponsored by the producers oF

such equipment.

Demonstration teaching on the use oF new methods and

techniques including use oF various types oF audio-visual

materials and teaching machines are available. Faculty

deliberations in committees on new developments in
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instructional methods and techniques are undertaken. Also held

are departmental meetings and personal conFerences with the

dean on the improvement oF instruction.

Promotion pi Research and Scholarship
  

Faculty members view research production as strong cri-

terion For promotion, although the dean stated that research

is not given emphasis in college in particular, nor in the

institution in general. Opportunities provided by the insti-

tution For such activity are also meager. Despite the Fore-

going, FacUlty are encouraged to read widely and carry on

small research projects with small Financial assistance by

the administration. Interviews with Faculty members revealed

they did not take advantage oF such opportunity.

Other Opportunities extended to Faculty For research

are: released time iF they have a major project and addition-

al payment is given For hours taught iF they teach. Personnel

assistance throuqh students in work study programs and access

to the departmental secretary are provided. Furthermore,

Faculty are assisted in securing research grants From govern-

ment, in writing proposals, and in securing titles From the

OFFice oF Education.

Promotion oF General ProFessional Growth
 

Study leaves without pay are provided. while policy

states that no one may get paid For taking up a doctoral



124

program, this does happen. A Faculty member may be paid and

relieved part oF his load to enable him to complete a degree.

This happens in such circumstances when one is close to com-

pletion oF his dissertation or when results oF his studies

will be useFul to the institution or the staFF.

Attendance at proFessional meetings/conFerences. The
  

institution is not liberal in this aspect. No one, generally,

is allowed Full payment oF expenses For more than one travel.

Recommendation to attend such conFerences and meetings are

made by the department chairmen to the Vice President oF

Academic AFFairs through the dean. Usual practice is to

pay workshop or conFerence Fees plus expenses.

Provision For Faculty Morale
 

General conditions 2£_wggk. Conditions oF work cover

a wide range oF situations -- adequacy oF communication, in-

centives and rewards, provision For physical and personnel

aid Facilit'ec, etc.

One Faculty member claimed he did not have enough space

and privacy in his oFFice. He shares his oFFice with a

colleague. Much has been done in providing assistance in

providing student help For secretarial work but this has not

been adequate.

with committee work done on top oF Faculty load and ad-

visement oF students, it was the Faculty's opinion that it
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was not possible For them to have adequate time For research

and other scholarly work. Assistance to undertake research

was not very much available and neither do the Faculty take

advantage oF what little was available.

Criteria For teaching, proFessional or scholarly

achievement, research, etc. are all stipulated in writing.

The requirements For each rank are clearly spelled out in

the Faculty handbook.

Participation ig_policy making decisions. faculty
 

members have adequate opportunity to voice their opinion

with regards to curriculum and other policy making decisions.

This is possible through committee activities oF the Faculty

senate. Various departments are represented, pro rata.

'Faculty Fringe beneFits are conditioned by availability
 

oF Funds. They range From insurance and retirement beneFits

to mere acquisition oF tickets to cultural activities. Some-

times certain beneFits extend to Family members.

Summary and Appraisal For the College

Despite the proFessed allergy oF the dean to a hierarchi-

cal organizational structure with respect to the administration

oF a Faculty development program which he claimed did not

exist in the institution, it was evident that such an organ-

izational set-up prevailed. This was shown by the Fact that

on the institutional level the Vice president of Academic
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AFFairs organizes a series oF meetings cutting across colleges.

Four Faculty meetings, two For each semester, presided by the

president is part oF this program. As institutional leader,

the president exerts his leadership by acquainting Faculty

about goals, policies, etc. On the college level the deans

have their own roles and responsibilities. On the depart-

mental level where most/Ege Faculty development eFForts Fall,

the chairman oF the department has also speciFied responsi-

bilities. A Faculty problem committee assists in Finding out

what the problems oF the Faculty are. These are reFerred to

the department chairmen, deans, or Vice President oF Aca-

demic AFFairs For resolution.

A program oF helping the Faculty Finish an advanced

degree leave much to be desired. This may be possible with-

out Financial considerations on the part oF the college nor

drain in needed personnel. Also more assistance to the new

Faculty in his initial teaching duties and his Full under-

standing oF his roles could be strengthened. It is realized

that improvements in these matters including more provision

For attendance at proFessional meetings are conditioned by

available Funds.

Except For the preparation oF course outlines, Faculty

Planning oF their respective activities were not noted or

revealed by interviews. To some extent two Faculty members
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made use oF student evaluation oF teaching eFFectiveness. No

other means oF evaluating Faculty achievement was observed.

On the whole the college environment was inFormal and

Friendly. raculty members associated with one another with

ease and inFormality. 'aculty c00peration during the inter-

views and tne tours oF the classrooms and instructional

resources center were evidence oF the way with which the

dean exerted his leadership, a Friendly and democratic

manner.

COLLEGE d

College 5 is governed by a Board oF Control, observes

the semester system, and oFFers the Master's degree as its

highest degree program.

The institution is primarily oriented to teaching with

a heavy emphasis in the undergraduate program. The graduate

level emphasizes the preparation oF school administrators.

The college participates in an inter-university program For

community school directors. Faculty members are expected to

devote 75; 0F their time to teaching.

Research activities in the institution have been histori-

cally weak. During the last three or Four years, it was being

strengthened. The new objective is to nurture more and more

research.
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Administrative Responsibility For the Program

Responsibility For Faculty development in the college

resides in the dean. Much oF the work, however, is under-

taken by the department.chairmen. In the university, re-

sponsibility resides in the Vice President oF Academic

AFFairs. It was he who initiated a two—year program OF cur-

riculum reForm which involved the whole institution. On the

institutional level emanate minutes oF undergraduate and

Faculty meetings, the blue sheet, and such all-university

programs oF sabbatical leave (new and very recent), by-week-

ly colloquia, lecture series, and Faculty research grants.

On the college level are inFormal staFF meetings. Ac-

1.

cording CO the dean, the strength oF their Faculty develop-

ment program is "related to the strength oF the leadership

oF the department chairman."

Program Support.
 

In general, Funds For any Facet oF Faculty development

has never been suFFicient. In recent years, Funds have been

suFFicient For certain programs only. In most cases, the

college has been restrained in new areas or Field oF acti-

vities. But Fund allocation For conFerence travel is consider-

ably more than For other colleges in the institution.

Understanding Institutional Purposes, Policies, and Practices
  

Faculty orientation meetings/conFerences. The orientation
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oF new Faculty members starts beFore they arrive in campus.

They come to know the university and college through read-

ings.

A two-day Formal orientation session on the university

level is regularly held in Fall For all Faculty, most

specially For new ones. This seems to be a more regularly

organized and better attended program than one on the college

level. University and college orientation sessions are

Followed by inFormal staFF meetings and conFerences in the

college and departments, mostly the latter. The department

chairman serves as the key to the continued Familiarization

oF the Faculty witn the workings oF the institution. He in-

terprets the institution to his Faculty on a continuing and

an individual basis.

Other sources oF inFormation. Faculty members were
  

Free to consult with their dean and chairman on matters oF

concern and interest to them; They revealed the existence

oF a one to one relationship with them. memoranda and bro-

chures are more available From the department than on the

college level. And the campus newspaper was considered by

the dean as a very helpFul medium oF providing the Faculty

about what students are about.

_ggveloping Instructional Competency

Interviews with department chairmen and administrators
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revealed the availability oF criteria For teaching. These

are communicated verabally to Faculty in their respective de-

partments. None are available on the university level.

Help For new Faculty in their initial teaching eFForts

was available through meetings and conFerences with department

chairmen. Results oF undergraduate committee meetings and the

opportunity to listen and exchange ideas with "experts" about

new development in various curricular areas were available

For all. The latter seemed to be a strong program.

The instructional center is available to those who

would want to prodUce instructional materials. Assistance is

provided to interested members who would avail themselves oF

this opportunity. Faculty members are encouraged to utilize

new technological devices and are provided with all sorts oF

audio-visual equipment. From the dean's viewpoint, it is

simply a matter oF initiative on the part oF the Faculty to

make use oF what is available.

No systematic means oF evaluating Faculty eFFort in

teaching is being done. Most common practice is to utilize

student evaluation oF teaching. This is widely practiced.

Egpmotipg_g£ Research and Scholarship

That research is traditionally weak in the institution

is due in part to the character oF the institution. It is

devoted more to teaching undergraduates. Fund For research



131

in the institution is very little although Faculty members

are encouraged to undertake small research projects with a

small amount oF Financial assistance. A Faculty member has

the opportunity to apply For summer research grant From uni-

versity Funds.

The library leave much to be desired. The dean Frankly

stated, "It is not vegradequate." However, Funds For the

purchase oF books and magazines For Faculty's shelF are pro-

vided. In addition, Faculty members are given the opportunity

to suggest what books to purchase For library use.

To encourage Further research the university maintains

a publication which gives inFormation where research Funds

are obtainable. members with grants are given released time

depending on the judgment oF the department chairman or dean.

The institution also publishes research work which cannot

have an opportunity to be published elsewhere.

Promotion oF General ProFessional Growth

Acquisition oF advanced deggee. The college or uni-
 

versity has no deFinite policy with reFerence to assisting

Faculty in acquiring advanced degree. Normally, the Faculty

member is "pushed out and promised a number oF rewards." The

dean stated that increments build up during his absence.

Faculty revealed, "There is no lightening oF work load to

enable a Faculty member acquire an advanced degree although
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sometimes this happens.“ The only real opportunity given to

Faculty is the inclusion oF summer within the employment

period which can be used For continued academic work.

Attendance at proFessional meetings/conFerences. Funds
  

have always been available and considered Fairly adequate.

Compared to other university Faculty, those in the college

oF education have been allotted more Funds.

Inter-institutional consultation and exchanges. During

the last year or two, the college has had an inter-insti-

tutional program oF consultation with a nearby university.

The objective is to look at the total college organization

and the organizational set-up and oFFerings oF the departments.

It has no exchange program with respect to Faculty members.

Sabbatical leave. This was a newly instituted program.
 

Interviews revealed such leaves were Few. Both Faculty and

dean were agreed, Full operation oF the program is conditioned

by available Funds and Faculty who could absorb released time.

Consultative work with business, industry, and govern-

.mggt. Faculty members were restrained in this respect. "The

door is not opened wide like other institutions," according

to the dean. No speciFic policy regarding this matter pre-

vailed. However, when programs oF consultation occurred,

especially one related to schools, the Faculty member received

salary plus Fees For consulting. "Part oF the money goes to

the institution."
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Colloquia. A program oF Fortnightly colloquiom has given
 

young Faculty members chances For visibility and growth in the

proFession. while the dean viewed this as a very useFul program,

not all Faculty members shared that view.

Membership in committees. Little committee work seemed
  

to be done on the college level regarding improvement oF ins-

truction. IF there were, these were not revealed. Most com-

mittee work participated in by Faculty were university-wide.

New members are assigned in committees "to give them a place

in the sun."

Educational tour. Only one had an opportunity to go on
 

a tour. Tenured and non-tenured Faculty could participate in

this activity. Uenerally,vthis relates to sabbatical leave.

The institution was developing a program on international

education.

Provisions to Foster Faculty Morale.
 

General conditions oF work. Clerical/secretarial services
 

are available and considered adequate. The dean, however,

Feels that some Faculty oFFices leave much to be desired.

The library may be inadequate but instructional centers

and audio-visual devices For Faculty's use are available. As

previously mentioned, Funds are available For books and

magazines For Faculty shelF.

Faculty seem to lack time For selF-improvement activities.



Some would want the reduction oF Faculty/student ratio. A

Faculty member stated that they were so busy with students

that no time is leFt For themselves.

more and more opportunities are provided For Faculty

participation in institutional planning and decision making.

while some Faculty members claimed this to be so, others com-

plained that they didn't have as much opportunity as others

in the determination oF policies even about Faculty behavior.

Summary and Appraisal For the Cpllege
 

 

The main job oF assisting Faculty in all Facets oF their

roles is undertaken by the department chairman. The strength

oF the Faculty development program then depends upon the

strength oF the leadership oF the chairman.

Faculty members and administrators interviewed Favor

the organization oF well-planned and integrated programs

0F activities For Faculty development. They claim this is

not now available. However, continuing assistance to Faculty

by department chairman on group and individual bases was

evident. One strength oF the college's program is the ease

and Freedom with which Faculty members could conFer and

consult with their dean and chairman.

There was much evidence oF short term planning oF Facul-

ty activities. Planning For long term career goals, however,

was not noted. Student evaluation oF teaching has been
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adequately made use oF.

Lack oF Funds and the Fact that the institution is still

in a stage oF transition From its early orientation to a

multi-purpose institution precluded, in the opinion oF school

administrators, the implementation oF an adequate program.

One Faculty member remarked, "ProFessional atmosphere

oF the college is good iF not excellent." This writer shares

that view. The dean was in his First year oF oFFice. He was

working hard and his staFF knew it. The interview with him

was held in the evening. He had no time during the day. The

cooperation he and his staFF members extended to this writer

exceeded her expectation (
D

COLLEGE C

College C is governed by a Board oF Regents consisting

oF eight members elected by the people oF Michigan For an

eight year term. The president oF the university serves as

ex-oFFicio member, without vote.

The college operates on a trimester system and oFFers

the Doctor oF Education and Doctor oF Philosophy degrees.

On the graduate level, it has a unique departmental organ-

ization. It has a group oF departments with an elective

chairman but without a budget.

The college is oriented primarily to teaching and secon—

darily to research. This is true to the whole university. In
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addition, service to the university and the community both

locally and possibly nationally is expected of all faculty

members. The choice as to what type of service may be rendered

is self-selective. On the average 56% of faculty time is de-

voted to teaching, 16% to research, and 23% to committee work

and administration. Professors are generally allowed 18% of

their time for sponsored or other kinds of research. Student

advisement on the graduate level is part of teaching load.

According to the dean, research time is built-in in every

faculty member’s load so that he will always have time for

research.

Un the surface there are no planned programs for faculty

development.in the college except what are available to all

staff members of the university. These consist of conference

travel grants, sabbatical and other leaves, assistance to

undertake research through available university funds, per-

sonnel aids, material facilities, and other equipment for

research, teaching, and writing.

The dean sees to it that all policies and priorities

for various services in relation to the above are communicated

to each new faculty member. On top of this, the faculty

member submits an annual personnel report which reflects a

Faculty's achievements along three major areas of the uni-

versity's concern -- teaching, research, and writing. The

scope of each of these is clearly specified and standards
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of achievement are provided.

Understanding gj Institutional Purposes, Policies, and

Practices

 

Interview with deans and faculty revealed that no regu-

lar orientation meetings or conferences are held for in-

coming faculty. According to the dean, only social and get

acquainted informal meetings are held to welcome them. Each

newly employed member is simply given a pocket of materials

about the university and its community setting. He also is

given a manual of information which is in the nature of a

faculty handbook. Additional information he gets comes

through words of mouth, minutes of meetings, and the campus

newspaper.

The faculty handbook is for the college of education

only. The majority of the faculty members don't seem to be

aware of one on the university level. The handbook provides

the faculty member complete information about the governance

Of the college and its committee structure and how the com-

mittees function. It provides information about the re-

quirements for each rank and how promotion from one rank

to another is achieved. Rules and regulations about leaves,

consultation work outside, travel, and policies regarding

the utilization of personnel and other services and facili-

ties are provided.
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In addition, orientation meetings are available in some

departments. The university newsletter is very much availa-

ble and one faculty member said it is very useful. Uccasion-

ally, personal conferences with the dean and chairman of

department are resorted to.

Promotion 2: Instructional Competengy
   

The preparation of a calendar year plan is expected of

and resorted to by all faculty members. This is a college

policy stipulated in the faculty manual of information. Fa-

culty responses revealed that this is carried out. All phy-

sical facilities for teaching and research, materials and

supplies, teaching assistants, student records, forms to guide

advisers for admission to a degree are all provided. Such

activities which have real relevance to faculty development

as a basic course on the computer, demonstration teaching on

the use of new technological devices, committee deliberations

on instructional methods and techniques, and utilization of

student appraisal of teaching are resorted to. Found very

helpful, too, is the practice of inviting "experts" to

campus to talk on new developments in various curricular

areas. Teaching is viewed by faculty as a strong criterion

for promotion.

The real strength, however, of the development of the

faculty as the dean himself sees it, lies in the involvement
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of the faculty members in committees. faculty members are

rotated. Sometimes membership lasts only a year in some com—

mittees. Involvement of the faculty extends up to 67% to 68m

of all members. Understanding of experiences becomes very

widely spread.

Promotion gfi Research and Scholarship
 

The Committee on Educational Research directs the

offices of research service which extend consultation work

to students and faculty in any aspect of research work. Re-

search funds are very much available from the university.

But according to the dean, not everyone who applies is given.

Research production like teaching is also a strong criterion

for promotion but the latter is viewed by faculty as more

favorably considered. The college also publishes faculty

research work.

Research time is built-in in faculty's load and clerical

services and to some extent assistantships are available from

university funds. Leaves are readily granted for those who

have grants for research. And the library is considered by

the faculty as very adequate.

Eipmotion 2f General Professional Growth

Three very strong programs in this respect are: sab-

batical leave, faculty yearly peer evaluation, and committee
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memberships. Professional growth is viewed as a criterion for

promotion but not as strongly as faculty view research and

teaching.

Advanced degrees are given recognition in the salary

schedule and faculty members' time schedule may be adjusted

to enable one to complete a degree. Une faculty member who

has only a master's degree had so much free time that she

remarked, "It is great."

’aculty members attend professional meetings/conferences

with or without grant of fess and travel allowances. General-

ly, they are given only $60.00 for out-of—state travel. This

amount is not sufficient. It covers only the cost of travel.

Some are assisted by the Bureau of School Services of the

institution for housing as well as travel. Some also get

honorarium as well as travel. For in-state travel, there is

no limit to the number of meetings a faculty could attend.

Expenses are provided although the amount involved is gener-

ally very little.

Regulation for outside work specifies the approval of

the dean. It is granted on condition that it will enhance

the individual's usefulness and/or the work is distinctly

of a public nature or that the institution wishes to be

actually engaged in its furtherance.
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Promotion gfi Faculty morale
 

The reward system is viewed by faculty as more adecpate

than their opportunity to participate in the policy making

decisions of the university. Each faculty member is provided

.C‘

with a brochure containing all available fringe benefits nor

all faculty members.

Not all faculty members believe that the communication

between them and the administrators is adequate. During the

visits to the institution, it was observed that the dean is

too far out and isolated from his faculty. This observation

may or may not be contributory to the professed inadequacy

of cemmunication by the faculty.

The committee on general welfare of the faculty in the

college sponsors a series of conferences for faculty. One

of these is the periodic appraisal of the college every five

years. This is generally held off-campus where faculty

members can state any dissatisfaction and provide suggestions

how things may be made better. Anyone who wants to attend is

welcome.

 

Summary and Appraisal for the College

many activities for faculty development on the college

level are carried on an informal basis. The dean's view is
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for him to rely more on a strong recruitment program rather

than have internal development. He would want, in his own

words, "to preserve the independence of the faculty for

their own development." 0n the other hand, he looks at the

committee structure and its functions as very helpful to

the development of his faculty. The system of rotation in

membership makes sufficient room for the inVOlvemcnt of no

less than two thirds of the faculty, the experiences de-

rived therefrom, redounds to their professional growth.

In the absence of structure or organization of many

activities, there has been adequate planning of activities

by individual faculty members although such plans are/126g

ranged. The yearly planning of activities which are tied

up to college expectations of the faculty and the faculty

members' own goals is accompanied by a system of annual

peer evaluation of achievements. The yearly evaluation of

faculty activities and the periodic evaluation of the

college evry five years make up a strong program of evalu-

ation.

This writer is prone to conclude that despite the in-

formality of the activities and the absence of structural

organization of such activities, the college promotes ade-

quately the development of the faculty. This may be at-

tributed to the adequacy of facilities and the strong
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program of evaluation supported by adequate planning of

activities.

COLLEGE 0

College 0 is governed by a Board of Trustees whose

members are elected by the people of Michigan for a term

of eight years. The president of the university is a member

ex-officio of the board. The college operates on a quarterly

system and offers the Doctor of Education and Doctor of Phi-

lOSOphy degrees as its highest degrees.

College orientation. From the point of view of one

dean the college is oriented to all three: teaching, research,

and service. From all others interviewed, it is teaching.

One faculty member stated that from the central office, the

orientation of the college is teaching but from the dean's

office, it is research.

Faculty work load. There was no unanimity as to how much

time is devoted by a faculty member to his various functions.

The most accurate information obtained was based on the acti-

vities of the total faculty. Out of 179 faculty members,

120 full time equivalent was engaged in teaching, 22 was in

research, and 25 full time equivalent was in committee work

and administration. As a matter of policy, however, the,

faculty handbook states that a faculty member is expected to

devote 12 hours a week to teaching or lecture or 20 hours to
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laboratory work. Advisement of students is considered part

of teaching load. Over and above this would be an overload.

Administrative flesgonsibility for the Program

main responsibility for the program in the college rests

with the office of the dean. The dean is assisted by his

faculty advisory staff. On the departmental level, it is the

responsibility of the chairman. Institution-wide, it would

be the responsibility of the provost and the faculty affairs

committee.

A unique aspect of thefaculty development program in the

college is the development of a five year career plan and

a specific plan for the first year of the five years. This

plans are expected to be reviewed and updated yearly by the

faculty member possibly with the assistance of his department

chairman and/or others who could help him.

As a matter of policy a cummulative record of each

faculty member is kept in the dean's office. These records

are updated annually in relation to the yearly appraisal of

faculty accomplishments based on a yearly projection of goals.

Faculty plans are expected to be prepared jointly by the

faculty member and his chairman. The chairman in turn keeps

in close touch with the dean so that he will be kept informed

about univerIity goals and its direction towards the future.

These are expected to be taken into consideration in the
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faculty member's plan.

Interviews revealed that four out of six faculty members

observe the practice. Three prepare the annual appraisal re-

port. Two who did not prepare the plans were both new. One

was in his first year, the other in his second year. But both

did prepare an annual individual self-appraisal report. An-

other faculty member commented that he wanted more assistance

with regards to the evaluation of his plans and his accomplish-

ments so that he would know whether he was doing what is ex-

pected of him.

Deans stated that both faculty and administrators can

initiate any program through the faculty affairs committee.

One of them hoped that the faculty will have the initiative

in setting programs.

Program Supgprt.

No fund is specifically designated for faculty develop-

ment, except for leaves and travel and to some extent for

research. But in many ways the college do get funds for de-

velopment programs. One dean was supported in his view by a

faculty member that therevmnmaalways funds for whatever acti-

vities they undertook. The other dean said that if they

wanted to do a good job of travel and service they would not

have one third enough money to do these.
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Understanding Institutional Purposes, Policies,

and Practices

Orientation meetings and conferences. Both deans agreed

that they have planned orientation.sessions in Fall which

are specially designed for the new faculty. Old time faculty

members generally help as orienters. One of the deans said

that perhaps they have not done enough in orienting the great

number of faculty that come in. Faculty responses show that

the orientation sessions on the college level are well

attended. One half of the respondents also found them very

helpful. The other half did not find them as helpful as the

others did.

Orientation sessions continue on the departmental level.

Also, following are personal conferences with both the dean

and chairman. The former is not taken advantaged of although

available.

1

Faculty handbooks are available both on the university
 

and college levels. One faculty member had both copies but

he had not looked over the contents of one. He had no idea

that what he got was the college handbook until his attention

was called to it. He was, however, familiar with the universi-

ty handbook. In general, all the faculty members interviewed

find both handbooks helpful.

Other sources of information about policies and practices

are: memoranda from deans and chairmen, college and university



147

newsletters, college bulletins, departmental brochures, and

notices. The campus newspaper, especially the Fall term issue

has been a very useful material for orienting not only the

students but new faculty as well.

Promotion 23 Instructional Proficieggy.
 

Faculty members are encouraged to do any kind of innova-

tive instructional work. According to the dean this is ex-

pected but nothing is written about it. An old time faculty

member stated that those who bring about instructional inno-

vation is rewarded.

with reference to the improvement of instruction, faculty

members find the improvement of working conditions more helpful

than committee deliberations on techniques and methods of

teaching, personal conferences about instructional innovation,

planned teamwork with experienced faculty, etc. More helpful

to them are provision of teaching assistants which are not

well provided for, availability of secretarial services,

prompt attention given to request for teaching supplies and

materials, making graduate advisement a part of teaching

load, etc. The adviser's handbook is still useful to half of

the respondents but one faculty member said that it has become

obsolete and needs revision.

Those with real relevance to faculty development which

faculty members found useful are the provisions of basic
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course on the use of the computer, demonstration teaching on

new methods and techniques, talks by "experts" invited in

campus, student appraisal of teaching effectiveness, and

demonstration of use of teaching machines.

An old time faculty member believes that the institutes

designed to assist faculty are not helpful. He said tha

communication between the institutes and the faculty is bad.

Majority of the other members interviewed believed otherwise.

Promotion of Research and Scholarship

Compared to teaching, research is given much less empha-

sis although faculty views it as a very strong criteria for

promotion. Adequate facilities are available to anyone who

would like to undertake research. The offices of research on

the university and the college levels assist anyone who needs

help. Not many faculty member take advantage of them. An old

time faculty member gave the information that research funds

of the university come from appropriations for special projects.

These are distributed to the colleges and anyone who applies

is granted if he has demonstrated the ability to do good

work. He can also get teleased time.

Some faculty members have built-in research time in

their work load. To a certain extent the institution do

publish faculty research work. Majority of the faculty were

not sure whether this is done as a matter of policy.



149

One faculty member stated that a great weakness of the

research program is the lack of personnel assistance--

clerical and assistantships-~and that the institution suffers

in comparison with other universities without special funds

from government and foundations.

many of the faculty members view library facilities as

inadequate. Three of the faculty members don't seem to know

about the availability of the inter-library loan facilities.

General Professional Growth

Deans and faculty were in agreement that no special

arrangements are made for faculty members to acquire advanced

degrees. Very rarely the arrangement of the faculty's time

is made on an informal basis to allow him to complete a degree.

Generally, the faculty member is on his own. He could go on

leave without pay.

Attendance atgprofessional meetings/conferences. En-

couragement for faculty members to attend professional meet-

ings without financial assistance is not as welcome as when

fees and travel allowances are provided. Faculty members are

given opportunity to choose one out-of-state travel with

financial assistance. There is no limit to the conferences

they attend in-state. Funds are provided because the expense

involved is small.

Consultative services. faculty members are allowed two
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days a month or twenty four days a year to render consultant

services with pay provided it is done within their field of

specialization, will enhance their professional growth, or

will benefit the institution. Government and schools are

preferred to business and'industry when such consultation

work is extended.

Sabbatical and other leaves. Professional advancement

of one granted the leave is the goal cf the program. General-

ly sabbatical leave is granted to those who have served six

years. But one faculty member stated that it is also possible

to get a term off after three years of service.

Educational tours. Educational travel is related to

sabbatical leave. But some have opportunities to travel when

they get a Fulbright grant or are given overseas assignment

in relation to the international program of the institution.

Promotion 2f Faculty Morale

Faculty members are unanimous that fringe benefits in

the institution are adequate. In the words of the dean, "It

is clearly as good as the best, a lot better than most ins-

titutions."

Summary and Appraisal for the College

Some faculty members stated that they have well planned

programs. Uthers don't agree. There is more agreement among
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deans that their programs are fairly adequate to meet the needs

of their faculty. Deans and faculty are in congruence with

respect to the advisability of having a well planned and or-

ganized program for faculty development.

From observations the faculty members are receptive to

particiaption in any kind of developmental activities. This

in spite of the fact that they enjoy very much freedom in the

institution. According to an old time faculty member, one of

the strength of the development programs is the freedom which

they enjoy. More than one faculty members agreed that the

program's great weakness is the insufficiency of assistant-

ships and secretarial services.

The program implementation in the college comes closest

to the concept of faculty development generated in Chapter

III. The format of the two are almost identical. Much is left

in the implementation.

COLLEGE E

College E is governed by a Board of Governors consisting

of eight members who are elected for an eight year term by

the peeple of Michigan. The college operates on a quarterly

systenland offers the Doctor of Education and Doctor of Phi-

.losophy degrees as its highest degree programs. Its primary

orijflwtation is teaching. rfaculty members devote 60% to 70h

(If their time to teaching, 10% to 20% to research, and about
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20% to committe work and administration. All are involved in

informal advisement of students. If formal advisin and

counseling are considered, no more than 5% of the faculty are

involved. All faculty members are also expected to involve

themselves in community activities.

Faculty members .are expected to perform three main

functions: teaching, research, and service. while the dictum

"publish or perish" is not observed in the college, faculty

members are encouraged to undertake research. Research about

community service in relation to schools and the university

is preferred. Such activity, however, is not demanded of

faculty.

not

It is/determined precisely whether on the university

level thare are attempts to assist faculty perform their

work more effectively other than the all institution orient-

ation for faculty and the centralized services provided to

all -- library, audio-visual production center, computer data

and processing center, etc. And similarly, what all other

institutions in this study provide -- sabbatical leave, travel

to professional conferences, and invitation of speakers to

campus. 0n the whole the Vice President for Academic Adminis-

tration is responsible for carrying out the academic program

and the university council takes charge of faculty welfare.
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Administrative Responsibility for Faculty Development

The dean would not separate himself apart from faculty.

He wanted no distinction between administration and faculty.

In their college everyone teaches a class. He also teaches

one. He claims all are members of the faculty assembly and

work clsoely together. Faculty members are made responsible

for developing objectives and the administrators provide the

facilities for carrying them.

Understanding gf Institutional Purposes, Policies,

and Practices

Orientation programs. Orientation sessions are carried
 

out on three levels; institution-wide, college-wide, and

department-wide. Faculty responses revealed that of the

three, departmental sessions are most helpful: the one on

the university level as least helpful.

Personal conferences. Deans seem very accessible to
 

faculty members for conferences and consultations. All

faculty members except one have had an opportunity to consult

with the dean and only one did not have any opportunity to

confer with his department chairman. All find such personal

contacts very helpful.

Publications. A number of publications are utilized
 

to familiarized faculty with what could not be communicated

in face to face sessions. The institution-wide faculty
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handbook, a 1966 revision, is very much available. A close

examination of this document revealed that it does not provide

information as to what kind of teaching, research, or service

is expected of each faculty member. Attempt was made to find

out whether the information being sought is published in

other university publications. There was no success. It is

not concluded, however, that such information is not found

elsewhere. Other information sought was about faculty ranks,

the requirements for each and how each may be achieved. This,

was not available either. No further attempt was made to find

out where such information is given. 0n the whole faculty

members find the handbook very helpful.

Memoranda from the office of the deans and department

chairmen are very available. Faculty members find those

from the deans offices more helpful and more in number too.

No newsletter is available on the college level. One

on the university level does not seem to be helpful. De-

partmental brochures are deemed more helpful than those

from the college level. The reverse is true for bulletins.

_Egomotion gi Instructional Competency

Instructional facilities. Teaching supplies and materi-
 

als, dUplicating machines, and laboratory, research, and edu-

cational resources centers are considered by faculty as very

adequate. Faculty responses showed they take full advantage
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of them.

Instructor-internship program. College E is the only

one which implements this type of program. Two participants

of the program were interviewed. Program participants posses)

at least a master's degree. Program is generally completed

within a period of four years. At the close of the fourth

year, the individual has had the experience of being a faculty

member and at the same time obtained a doctor's degree.

02 methods and techniques gj teaching. Improvement in

methods and techniques of teaching is more effectively done

through demonstration teaching which is less available than

faculty deliberations in committees and personal conferences

with deans and chairmen of departments. It is also more

helpful when the subject is taken up in departmental meetings

and conferences. Strong encouragement is provided for faculty

to initiate innovation in teaching. Committees are specifical-

ly organized for this purpose. Rewards are given to those who

are able to offer something new. Encouragement is for faculty

to experiment/#éfihthings within the regular program.

During the year, five "task forces" with eight faculty

members in each were organized to see how teacher education

could be appreciably improved. Practically, all faculty

membersrunmahad a chance to get involved in the activities.

Teaching assistantship. Teaching assistantship is

arely available. Only one of the respondents had had a chance
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to avail of this opportunity.

Teamwork between experienced and less experienced

faculty. To a certain extent this is utilized to help the

new faculty. Faculty members feel that this is very helpful

of

but it is not taken full advantage/in practice.

Inviting "experts" tg campus. 0ne faculty member finds

this program very helpful. She, however, realizes that mone-

tary considerations are involved. Despite the expense, she

and the other faculty members view this as a very effective

means of helping the faculty keep up with expanding knowledge.

Evaluation gfi teaching. Faculty responses revealed the

inadequacy of planning for the year's work but some sort of

evaluation of the effectiveness of teaching is being done

through student appraisal. Faculty responses revealed that

the practice 33 very helpful.

Faculty members don't view teaching as a strong criterion

for their promotion.

Promotion gf Research and Scholarship.
 

Research is not demanded of faculty,yet faculty responses

revealed that the institution looks more to research than

‘teaching as a criterion for promotion. Members would want

the two to be given equal weight when promotions are considered.

A faculty member may obtain a small amount of money

frmwn university funds to get research started before getting
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outside funds. The college considers this exploratory or

beginning research.

A faculty member is assigned approximately full time

to research and grantsmanship. He spends as much time in

washington as in campus. He has the responsibility for keep-

ing up-to-date possible sources of funds for research. A

faculty member who gets a grant gets 50p of his salary from

his funded research project. The institution also publishes

research work for some individuals. taculty don't find this

very helpful. Very few participate in this activity.

The library facilities are fairly adequate per faculty

appraisal and the inter-library loan facilities are very

much availed of.

workshops and seminars in computer technology are offered

to interested faculty. According to the dean, a way by which

faculty is encouraged to do research is to keep them cons-

tantly interacting with those who are engaged in research.

workshops and seminars will foster such interactions.

Promotion gf General Professional Growth
 

Sabbatical leave. University policy states that this is

specifically designed for the faculty's scholarly and pro-

fessional achievement for the mutual benefit of the universi-

ty and grantee. Those with continuing tenure are given one,

two, or three terms off. A faculty member is granted 80% of
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his salary for a leave of one term, 70% for two terms, and

60% for three terms. Any faculty member who becomes eligible

is encouraged to go on leave.

Achievement gf an advanced degree. whether this is
 

essentially part of the instructor-internship program or its

supplement was not determined. Two ways by which faculty is

helped are: (l) to give full load and full pay with arranged

schedule and (2) to give full pay with part of load used to

study.

Uther provisions. r.aculty members are helped to keep
 

up with expanding knowledge through: periodic provision of

reviews of research, bringing speakers to campus, seminars

in which research achievements of colleagues are shared,

privilege to audit classes, periodic notices on the acquisi-

tion of library books and periodicals, encouragement to at-

tend professional meetings and conferences, and opportunity

to provide consultative services outside.

_Eromotion of Faculty Interests and Institutional Goals

Faculty involvement in decision making on the college

level is very great. This is taken care of/Ehe widespread

membership in committees. They, however, feel that the

system of rewards is not quite adequate.

Fringe benefits are considered adeqaute. A long list

of these are provided in the faculty handbook.
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Summapy and Appraisal for the College

Assistance extended to faculty to enable them to carry

out their roles -- teaching and research -- effectivelmemanates

from all three levels institution-wide, college-wide, and

department-wide. Strong tie-up between department leadership

and faculty or among faculty in a department was not observed.

This was the dean's complain during the interview. 0n the con-

trary faculty members find communication from deans offices

more helpful than its counterpart from the department. This

is true with respect to bulletins and memoranda. It is hard

to conclude whether the many informal and uncoordinated

services and programs of assisting faculty are adequate but

it is evident assistance has been extended in many forms.

The instructor-internship program and the widespread

involvement in committees of a great number of faculty members

could be singled out as the college's own way of providing

a mode of assistance to faculty, different from others.

While some faculty members stated that their activities

are well-planned, others did not share that view. 0ne stated

that things just happen. Those who said their activities are

planned mentioned the instructor-internship program and other

activities where money was available.

Perhaps better planning of activities with specific

«goals in mind in assisting faculty coupled with faculty's own

gdlans and subsequent evaluation of achievement will help
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achieve better results.

COLLEGE F

College F is governed by a Board of Trustees consisting

of eight members who are appointed by the governor for an

eight year term. The president of the university serves as

ex-officio member of the board. The college operates on a

semestral system with the specialist degree as its highest

program offering.

Like all other colleges in this study, it is oriented

primarily to teaching. A faculty member devotes 66w to 75A

of his time to teaching, about 5% to research, approximately

10% to committee work and administration, and approximately

103 to the advisement of students. Community activities are

participated in by faculty on their own free time. most facul-

ty involve themselves in teaching Sunday schools, with the

boy scouts, in community agencies, and with campaigns.

Understanding Institutional Purposes, Policies,

and Practices

A three-proned orientation session for all staff members

is held during the Fall semester. The first, is a general

meeting with top administrators. This is followed by sessions

in the colleges in various ways. In large colleges further

orientation is left with the departments.



161

Further familiarization of new faculty with the insti-

tution is through the faculty handbook, bulletins and news-

letters, and a history of the university which is provided

to all prospective members.

New faculty members are assisted by experienced faculty

in making their initial adjustments to their new job.

Promotion 2f Instructional Competency
 

A seminar in college teaching is offered every semester.

This is part of the program in the preparation of teachers.

Faculty members are encouraged to sit in, in this seminar.

It is observed that many do during the Fall semester.

Criteria for teaching are available in writing in the

faculty handbook and also communicated verbally by the Vice

President for Academic Affairs as part of orientation session.

Provisions to enable faculty to teach effectively include the

availability of educational resources center, periodic facul-

ty meetings concerning instructional methods and techniques,

and as the dean put it, "most develop in coffee clubs."

Uthers include demonstration teaching on new methods and

techniques and use of teaching machines.

Authorities in different fields are brought to campus

as a means of in-service education. This is found very

helpful by all faculty members.
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Utilization of student appraisal of teaching effective-

ness is resorted to but is not generally practiced.

Promotion pf Research and Scholarship
 

Research effectiveness is viewed by faculty as a strong

criterion for promotion. University funds are available and

applied for, through the university research council. Amount

of grant is up to S500.00. 0nly one in the university has a

research assistant. This is stipulated in his contract of

employment.

Those requesting for grants ere assisted by two offices

in preparing and evaluating research preposal. Seminars are

held for those with research papers to share ideas with

colleagues. And faculty research work is publicized in house

organ called "footnotes."

The library seems to be adequate for faculty needs and

inter-library loan facilities are adequately made use of.

Promotion gfi General Professional Growth
 

Agguisition 2f advanced degree. This is taken at the
 

faculty's own time. In the last three years, eighteen faculty

members were able to finish the dostoral program without as-

sistance from the institution. One of these was interviewed

and he felt that the college could have helped him obtain his

degree.

Participation in off-campus professional activities.
 

The college has some amount of uncommitted funds which could

be used for unexpected professional needs of the faculty. In

the last year that amount was utilized for activities dealing
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with professional negotiations.

Opportunities to assist faculty in attending meetings of

professional organizations are very little. Money appropriated

for that purpose is not adequate to help all faculty members.

Amount given for travel is only e35.00 to $50.00.

Sabbatical leave. This seems to be relatively new. Une

long-term faculty member said she had never taken advantage

of it. She said that it is not easy to request for one be-

cause of certain requirements. Une faculty member who got a

leave of absence had a Fulbright grant.

Consultation work outside. Faculty participation in this

type of activity is generally confined within the area of

school buildings and plants, not in business and government.

Une day a week is allowed for such activity provided work

does not conflict with the faculty's work in the institution.

Summary and Appraisal for the Collegp.

The dean exerts much influence in the way policies are

implemented. His philOSOphy is, "Orient them to the job, let

them go out and cut their own destiny."

Faculty members interviewed would like to have more

coordination of activities and clearer goals to pursue. Une

faculty member commented that they don't have set programs.

"I have heard individual professors say we have to do this

but \referring to organization of set programs) has never

been followed. The dean said, "If you do your job of
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teaching your class and are in committees, you are fulfilling

your job. If you do your job, we leave you alone!"

From the point of view of the dean, the goal is to avoid

becoming impersonal. Interest is shown for every faculty member

in campus. The "open door policy" is being well implemented.

There are varied activities to promote the professional

growth of the faculty. Nest of these according to the dean are

the same for all faculty members in the institution. There is

not much difference between what the university, the college,

and the departments provide. In the absence of individual

planning related to faculty's differentiated goals and sub-

sequent evaluation whether goals are achieved, it is hard to

tell whether the activities are deve10pmental in nature with

reference to individual faculty members. Procedures, activities,

or provisions could be considered deve10pmental if they are

related to career goals of individual members. Interviews

revealed that only two faculty members made use of student

evaluation of teaching effectiveness. No other mode of evalu-

ation and faculty planning was observed.

COLLEGE G

College G is governed by a Board of Regents consisting

of eight members who are appointed by the governor for a term

of eight years. It operates on the semester system with the

Specialist degree as its highest degree program.

The college is primarily oriented to teaching. The dean

ruled out research as part of the work of the faculty.
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He views the roles of his faculty as teaching, advising

students, committee work, and participation in the academic

community. Faculty members are expected to devote 80w of

their time to teaching, and 20% to committee work and ad-

ministration. As for research, he said it is 211. Community

service is not a requirement but he considers it very im-

portant.

Understanding Institutional Purposes, Policies, and

Eractices

Orientation meetings/conferences. A three-pronged
 

orientation session is held on three levels--university-wide,

college-wide, and department-wide. The orientation for the

whole staff is held before the university opens in Fall. One

is held afterwards in the college. But much of what are

taken up are left to the departments. Faculty responses

revealed that both sessions on the university and college

levels are well attended and fairly helpful.

Publications. The faculty handbook provides adequate
 

information about the history of the institution, governance

of the university, colleges, and departments, faculty ranks

and how each may be achieved, salary schedule, criteria for

teaching, fringe benefits, etc. It can be considered sufficient

to provide a new faculty an adequate understanding of what

his roles are and how he may be able to perform them within
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the institutional framework.

Memoranda from dean and departments are very much avail-

able and helpful. The university newsletter, none on the

college level, is also considered as a very good source of

information. Bulletins and brochures both in college and

departments are not as sufficiently available as memoranda.

They are not generally helpful. The campus newspaper is

only fairly helpful in providing faculty additional infor—

mation.

Promotion gj Instructional Competency
 

Provision pf facilities. Centers for teaching, language
  

laboratories, educational resources, etc. are considered by

faculty as very helpful but not adequately provided for.

Teaching supplies are fairly provided for. Duplicating ma-

chines are also fairly provided. But secretarial services

are adequate for faculty needs.

Some released time is given for undergradbate advisement.

Graduate academic load is reduced to eight hours instead of

twelve. Twenty five is the ordinary number of advisees.

To help faculty keep up with new developments in various

curricular areas outside speakers are invited to campus.

Personal conferences with the dean and department

chairmen and departmental meetings concerning instructional

methods and techniques are made use of. To some extent
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demonstration teaching on the use of new audio-visual mate-

rials and teaching machines are undertaken. The faculty find

these only fairly helpful. Not much incentives are provided

for faculty to undertake instructional innovations.

Teaching assistants are fairly provided for.

The utilization of student appraisal of teaching is

not generally practiced and no other means of evaluating

teaching effectiveness or faculty achievement in general

was noted.

Promotion 2f Research and Scholarship
  

Research production is viewed by faculty as a very

strong criterion for promotion. This is idspite of the fact

that the dean stated it is not expected of faculty to under-

take research. No provision whatsoever is provided for the

activity in the faculty's work load. Research offices, how-

ever, are available to assist those who would like to get

research grants from outside sources. One faculty member,

however, mentioned that some people who are in charge of

promoting research are "if not research people, they are

anti research." The university has a small amount of funds

for research purposes.

The library is centralized and faculty consider it

fairly adequate. Notices of new acquisitions of books and

periodicals are periodically sent to faculty. No individual

faculty shelf is provided but the department get allotment
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from the budget which can partly be utilized for the purchase

of books. The inter-library loan facilities is adequately

made use of.

Faculty members interviewed suggested that some amount

of released time be allowed to enable faculty to undertake

certain projects and that blocks of time be provided when

schedule of classes of faculty is made so that he will have

enough time to undertake any creative work.

Promotion pi General Professional Growth
  

Attendance at professional meetinoslconferences. Very
 

limited travel funds are provided for faculty to attend

professional meetings and conferences. Utilization of funds

allotted for this purpose vary from department to department.

A department may either send representatives to specific con-

ferences or may divide funds by extending to all members

equally the opportunity to attend such conferences.

Acqyisition pi an advanced degree. No reduction of
  

load is made to allow time to study but adjustment of facul-

ty's time schedule is made to allow him to complete a degree.

uonsultative services. Consultative services are ex-

tended only to public schools. The division of field services

requests and refers such request to faculty. Rates for hono—

rarium are set up. The faculty gets honorarium, travel, and

his regular pay. By and large this is in addition to faculty's

regular load.



Sabbaticgl leave. This is a very relatively recent

provision. The dean considers it as one of the strength of

their faculty development efforts. But faculty members in-

terviewed who have not had enough years of service to avail

themselves of such leave commented that it would take time

before they could enjoy the privilege. They would have

preferred a very liberal released time policy for all

faculty members.

Provision for Fostering Faculpy Morale.

To some extent, faculty members are involved in policy

making decisions involving regulation of faculty behavior.

To a lesser extent, they are involved in policy making de-

cisions about administrative policies concerning the direction

which the university should take.

The faculty council, which represents the faculty, advises

the president on all matters of faculty welfare as well as

matters of curricular improvement. within the college, mostly

curricular matters and not so much of faculty welfare are

considered, according to the dean.

Certain fringe benefits are partially provided by the

university, such as insurance and credit unions. Faculty

resPonses showed that both fringe benefits and the reward

SVstem made available to them are not adequate.
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Summary and Appraisal for the College

The dean stated that their faculty development program

was not particularly good. He considered the newly insti-

tuted sabbatical leave program as particU1arly good. This,

however, was not unique to the college but an institution-

wide provision. Faculty members interviewed also preferred

a liberal released time policy for all faculty members than

the sabbatical leave because the latter would apply only to

those with six or more years of experience. The dean also

considered "lack of coercion" as one of the strengths of

their program. At the same time he thought that this could

also be a weakness. A second weakness would be, "Perhaps we

have not done enough."

A more adequate evaluation of faculty achievement based

on career goals of faculty could provide a good means of

communicating faculty needs to administrators who had the

responsibility to provide needed facilities.

Appraisal 2f Program Implementation ig the Colleges
 

This study was concerned with provisions for faculty

deve10pment, programmed or not. It was evident that all

colleges did well in communicating to faculty, institutional

purposes, policies, and practices through orientation sessions.

memoranda, bulletins, newsletters, the campus paper, etc..
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University-wide provisions for faculty development were

generally the same for all colleges, except that many of

them specially those which involved expenditure of funds --

sabbatical leave, travel, and research -- were better imple~

mented in large colleges. As a general rule, the three large

colleges had better provisions for faculty development than the

small colleges. Even the much needed provision for assisting

young faculty members to finish an advanced degree was better

implemented in the large colleges. There,more faculty could

absorb released time and more funds could be utilized for

full payment for part-time teaching and part-time studying.

It was noted that provisions for faculty development

were generally conditioned by the availability of funds but

more specially by the philosophy held by deans with respect

to the wayihey viewed their roles as administrators and/or

the faculty as professionals and specialists in their own

disciplines. No college had any fund specifically allotted

for faculty development as such except those for sabbatical

leaves, travel, and research activities. But some activities

could be provided with funds from other sources.

Any provision for faculty development could be considered

_jnn310pmental only when thgy could be related to the achieve-

flENTt of the career goals of individual faculty members.The

cormmunt of faculty development generated in this study with
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which the colleges were appraised, provided among others, the

statement of faculty career plans jointly planned by him and

his department chairman. These were expected to be evaluated

from time to time to find out whether they were achievable.

A continuous process of re-planning or re-projection of goals

should be characteristic of the development process. It was

observed that as a matter of institutional policy, two

colleges were implementing this.

In the small institutions many provisions which accrued

to faculty members were institution-wide. Une dean stated

that what the college and departments providejwere no differ-~

ent from what the university provided for all faculty members.

Were pkynning and evaluation of faculty career goals

were predicated on the assumption that this would provide

a good means of communicating faculty needs to administrators.

would make evident whether career goals were achievable with-

in the time and facilities available; would enable faculty

to relate personal goals to institutional goals; would

facilitate appropriations of needed funds within the budget:

would determine whether what the individual would want to do

lflas what the institution expected; would provide a better

basis for basing rewards.

 

 



CHAPTER VII

SUMMARY, RECOmmENDATIUNS, AND CUNCLUSIUNS

Purposes gfi the Stugy

This study was concerned with three main purposes; (I)

it generated a conceptual framework of faculty development,

(2) it conducted a study of the provisions for faculty de-

velopment in seven tax-assisted colleges of education in

Wichigan withemphasis on the helpfulness of such provisions

to faculty members, and (3) it made a recommendation as to

what kind of program for faculty development may be imple-

mented by any college of education -- large or small.

Conduct gfi the Study

1. A review of the literature was conducted for three

reasons: (a) to become familiar with studies which have

direct relevance to faculty development, (b) to obtain supple-

mentary information which could be generated into a check-

list, and (c) to gain adequate information which can be

generated into an appropriate concept of "faculty development."

2. Two survey instruments were prepared for two sepa-

rate sets of interviews. Une was an interview schedule for

college deans, administrators, and long-term faculty members.

Another was a two-part interview schedule for faculty members

_— an 84—item checklist of institutional provisions for
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faculty development and an inventory of faculty character—

istics. The interview schedule for deans were used to survey

provisions for faculty development available in the colleges.

3. An overview of the faculty's appraisal of the most

helpful provisions for faculty development was presented.

4. Each of the seven colleges was taken individually

and prevailing practices/procedures were viewed in the light

of the conceptual framework of faculty development generated

in the study.

5. Finally a suggested program for faculty development

which could be implemented in all colleges of education --

large or small -- was presented.

FINDINGS AND CONCLUSIUNS

l. The concept of "faculty development" generated in

this study involved the following elements:

a. Faculty's understanding.and acceptance of institution-

al goals and policies and the institutiods accommo-

dation of faculty's personal goals

b. Long and/or short-ranged career planning possibly

done jointly by faculty member and his department

chairman

c. Institutional provisions of enabling conditions

for faculty member to achieve career goals

d. Progressive evaluation of faculty achievement

e. Re-planning and'or re-projection of faculty member's

career goals
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2. An analysis of the thre-pronged appraisal of pro-

visions for faculty development by faculty resulted in the

identification of the following as most helpful provisions.

These are not necessarily arranged in the order of helpfulness.

Funds for attendance at professional conferences

widely distributed sabbatical leave privileges

Exposure to "experts" in various fields of specialization

Adequate clerical or secretarial services

Involvement in policy making decisions

Assistance in undertaking research work

Ease of communication between faculty and administrators

Departmental or divisional meetings and conferences

Adequate faculty handbook

Adequate library

Healeased time policy for all faculty

Greater insight into the programs of other departments,

colleges, and universities

Available technical assistance when needed

Adequate equipment and materials for teaching

Individualized programs for new faculty

"9

a. Although it was not the emphasis in this study a

distinction should be made between provisions which had spe-

cific relevance to faculty development and those which were
 

aimed to improve working conditions of the faculty. The pro-

vision for duplicating machines was contributory to the pro-

motion of instructional competency of the faculty and had no

direct relevance to faculty development, per se. The high

ranking it obtained in the 84-item checklist was due in part

to its general availability in all the colleges and its

general helpfulness to all teaching faculty. It should be

noted that a provison would be "highly" helpful to only two

faculty members and yet this would rank lower in helpfulness
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than a provision which would be of "low" helpfulness to

twenty faculty members. These two aspects of helpfulness

specifically and helpfulness generally should be noted.
 

4. Provisions for faculty development were conditioned

by the following factors:

a. availability of funds - administrators in one college

stated that lack of funds precluded the implementation

of an adequate program for faculty development

b. size of the colleges - the large colleges had better

provisions than the small colleges. THey had more

faculty who could absorb released time and they had

more time for research and other scholarly activities

c. philosophy held by deans and other administrators

with respect to their roles as administrators and/

or the roles of faculty as professionals and

specialists in their respective disciplines

d. prestige of the institution - large and prestigious

institutions could draw highly qualified faculty

members who could be more self-directive. They

would need less assistance than those with lesser

abilities and educational qualifications.

5. Many provisions for faculty development were inform-

ally implemented, uncoordinated, and unplanned. Some deans

and faculty members held the view that there should be more

planning and coordination of these activities for them to be

effective and to encourage faculty participation in them.

Planning and adequate programming of these activities

would certainly help in having them organized.

6. All deans held the view that a faculty development

program was important to consider in helping them retain

their faculty but they held different views on how such a
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program would be implemented. A suggestive approach to the

implementation of a program for faculty development for any

college could utilize the essential aspects of faculty de-

velopment generated in this study as the nucleus.

A SUGGESTIVE PROGRAM FOR FACULTY DEVELOPMENT

There are five basic elements which should be taken

into consideration in the formulation of a faculty develop-

ment program.

»1. The specification of program goals. Among common

purposes which could be adopted by any institution for or-

1

ganizicg a faculty development program are:

a. To provide a mechanism for the reconciliation of

personal career goals and departmental program

objectives, and for the recognition of the con-

tributions of the individuals toward the real-

ization of the departmental objectives

b. To develop full acceptance and understanding of

the institutional standards of excellence,

their interpretation and implementation in the

many different scholarly areas

c. To provide a framework within which a faculty

member will consciously strive to improve his

professionsl qualifications and will seek ap-

propriate rec0gnition

d. To make recruitment more systematic, through

providing administrators a record of present

strengths and undeveloped talents of the fa—

culty and through providing candidates for positions

more information about opportunities inherent

in their employment

1

. "Faculty Development Program," (unpublished manus-

cript) University of Pittsburgh. 1960 12 PP-
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e. To provide a means for recognition of attainments

of the faculty as a whole, as well as of the indi—

viduals who comprise it.

2. The establishment and interpretation of standards.

Common understandings of what is expected give direction

and purpose to faculty accomplishment amd minimize uncertain-

ties on the part of the faculty as to the kind and quality

of work expected.

3. The development of individual programyplans. Such

factors as: experience, rank, educational attainment, and

specific type of activity of faculty differentiated goals,

procedures for attainment of goals, and incentives of facul-

ty, will affect considerably individual planning.

The literature has consistently recommended the deve-

lopment of individual short-term and long-term career plans

for teaching, research, travel, and other aspects of pro-

fessional advancement so that budget provisions and other

arrangements could be made related to other departmental

planning: also individual goals and needs can be related to

college projection and goals.

The conjoint planning of the faculty and department

chairman has also been given much attention to determine

which goals could be realized within facilities and conditions

currently available.

Procedures, practices, services, etc. to carry out indi-

vidual goals will necessarily vary not only from college to
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college but from individual to individual in the same college.

Solutions to common problems could be taken up inter-depart-

mentally or college-wide.

4. The periodic appraisal of individual progress.

According to Miller and L'Jilson2 the assessment of growth in

the performance of various roles by the faculty is part of

evaluating the performance of the faculty; both are related

to the problem of evaluating the effectiveness of a faculty

development program.

5. The reviauof standards and their implementation. A

periodic review of standards set, is necessary to determine

whether they are possible of attainment based on faculty

achievement. This should necessarily be followed by a re-

statement of individual short-term and long-term goals.

The department chairman's most essential roles in help-

ing his faculty should be to:

1. provide understanding of the institution's

standards of excellence and program objectives

of the department

2. identify the resources and assistance needed by

the individual

3. give encouragement

4. follow through with observations of progress

Administrative factors--provisions of materials facili-

ties and services, adequacy of rewards and incentives, and

other enabling conditions are important to consider in the

success of any faculty development program.

2 m

 

iller and wilson, op. cit.
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SUGGESTIONS FUR FURTHER STUDY

This and the only two other studies which dealt speci-

fically with "faculty development" procedures/practices in-

cluded among others, conditions of work which help faculty

development such as, good offices, secretarial services, and

adequate library. It is suggested that a study be made only

about those provisions which have direct relevance to "fa-

culty_development."

This study included among the BA-item checklist for fa-

culty development certain conditions of work which promote

teaching, research, and general professional growth. Because

of the widespread availability of some of these provisions

in all colleges and the general usefulness of these to all

faculty members, it appeared that they were the most useful

provisions, although they don't have direct relevance to

faculty development. Those that have direct relevance to

faculty deve10pment were not delineated. This situation be-

came apparent when faculty members were asked to suggest

what provisions could improve their faculty development

programs and what activities/services proved consistently

helpful. In their responses, improvement of working conditions

were subordinated to those procedures/activities which had

direct relevance to "faculty development" such as attendance

at professional meetings/conferences and sabbatical leaves.
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2. A subsidiary objective of this study was to find out

how certain controllable administrative factors such as,

size of the institution and certain faculty characteristics

were related to observed provisions for faculty development.

This study delineated a few provisions which were helpful to

less experienced members only. None was found to be helpful

to experienced members only. Other faculty characteristics

were not considered.

To some extent, it was observed that big colleges had

better provisions than small colleges. It also seemed that

the size of the college was closely related to the availa—

bility of funds. It is sugnested that the foregoing be fur-

ther investigated.

3. Further investigation should be made reagarding the

attitudes of administrators and faculty members towards the

implementation of a well-planned and well-organized facul-

ty development program. This study revealed that some deans

and faculty members, especially the new ones, were strongly

in favor of having a well-organized and planned program.

Uther deans would like to leave their faculty members to de—

velop by themselves. Some professors, likewise, chose to be

left alone. A more detailed study on this aspect of faculty

development should be undertaken.

4. A study of the helpfulness or effectiveness of speci-

fic programs, like sabbatical leave or retreats should be made.
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Appendix A

SURVEY OF FACULTY DEVELOPMENT PROGRAMS

INTERVIEW SCHEDULE

(For Deans)

Name of Institution:
 

Interviewee:
 

Position:
 

No. of years of experience in academic administration:

No. of years of experience in present position:

1. Whom do you consider to be full-time faculty member?

2. What do you consider to be the principal roles of a full-

time faculty member?

3. What percentage of your faculty time is devoted to

teaching?

4. What percentage of your faculty time is devoted to research?

5. What percentage of your faculty time is devoted to

committee work and administration?

6. What percentagecf your faculty time is involved in the

advisement of students?

7. Are faculty members expected to involved themselves in

community services?

8. In general, what does the institution do in the area of

faculty development?

9- What does the college/school of education do over and

beyond that which is provided by the institution?
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10. What does the department do over and above that which

is done by the college/school of education?

11. With respect to the availability of funds, if there is

any, which the institution provides for faculty development

'programs, would you say that it is:

a. sufficient?

b. insufficient?

c. not available?

12. What is the primary orientation of this institution?

a. teaching?

b. research?

0. community services?

d. other?

13. Similarly, does the college/school of education emphasize

certain field/fields of specialization? If so, what is/

are it/they?

14. How are newly-recruited faculty members familiarized

with the philosophy and objectives of the institution

in general and those of the college/school of education

in particular?

a. Are orientation meetings and conferences regularly

planned actibities for them?

b. Are thsr faculty periodicals - magazines, brochures,

bulletins, and newsletters?
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c. Is there a faculty handbook?

d. Are there other faculty orientation materials?

15. What understandings have been arrived at between the

administration and the faculty with reference to:

a. Who is expected to initiate programs - the adminis-

tration, the faculty, or both?

b. Will time be provided by the administration for

program activities when asked for?

c. Will financial needs for supplies and materials be

provided when needed?

d. Will personnel assistance, like special clerical

services, technicians, assistantships for the pro-

motion of research and scholarship, etc. be provided?

16. Ate faculty members made aware of locally agreed upon:

a. criteria for teaching?

b. criteria for research?

C.criteria for professional growth?

d. policies on tenure, promotion, and leaves of absence?

1?. Are the conditions just mentioned stipulated in writing

or communicated verbally?

18. How are faculty members encouraged to adopt varied ins-

tructional methods and techniques, such as directive

and non—directive teaching, individual and group pro-

cedures, laboratory and non-laboratory methods, and

others?
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19. How are faculty members familiarized with and encouraged

to utilize new technological devices, if appropriate,

such as closed circuit television, various types of

projectors, the computer, the desk calculator, tape

recorders, and others?

20. What provisions are provided to enable the faculty members

to participate effectively in the advisement of graduate

and undergraduate students?

21. How are faculty members encouraged and helped to keep

up-to-date with the expanding knowledge in various fields

of study, especially in their respective fields of

speciaflization?

22. How are faculty members motivated to produce new knowledge

through research?

23. What research opportunities are provided with reference to:

a. released time?

b. availability of funds?

c. personnel assistance - clerical, graduate assistant-

ship, etc.?

d. securing research grants from government and private

concerns?

24. What provisions and incentives are provided to encourage

the acquisition of advanced degrees and post-doctoral

studies?
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25. What provisions and incentives are provided to encourage

undertaking educational tours?

26. Are faculty members encouraged to participate in inter-

institutional consultation and exchanges? If so, how

is this program implemented?

27. Are faculty members encouraged to participate in off-

campus professional activities such as attendance and

active participation in professional meetings and

conferences? If so, what assistance is extended to

them to enable them to participate effectively in

these activities?

28. Are faculty members encouraged to provide outside

consultation work of high caliber in business, industry,

and/or governement? If so, how are they assisted to perform

their work effectively?

29. What other provisions are there to foster faculty morale

and'satisfaction?

30. What professional needs of the faculty members are not

generally met by your faculty development program?

31. What do you believe is the principal strength of your

faculty deve10pment program?

32. What do youubelieve is/are its weakness/weaknesses?

Could this/these be improved? If so, how? If not, why?

33. Are you in favor of having a well-organized and adequately

financed faculty deve10pment program in your institution,
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if you don't have one now? In the college/school of

education? In every department?

34. What value is a faculty development program for your

institution, if available? What value would one be,

if not available?

35. What value does a faculty development program have for

the administration?

36. What value does a faculty development program have for

the faculty member?

37. Do you have any comment or any additional information

to give with reference to what we have dealt with or

with other related matter to the subject?

THANK YOU FOR YOUR COOPERATION
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A p p e n d i x B SURVEY OF FACULTY DEVELOPMENT PROGRAMS

INTERVIEW SCHEDULE

{For Facultyi

 

85. Sex: 0 - Male - Female 85

Personal Background Information

86. What was your age at initial employment

as college faculty member? 86

no. of years code: 0 18 to 2n

1 25 to an

2 MS to 59

87. How old were you on your last birthday? 87

no. of years code: 0 18 to 2n

1 25 to an

2 #5 to 59

3 60 and over

88. What was the highest degree you obtained when you were

initially employed as a college faculty member? 88

0 bachelor 2 doctor

1 master 3 other

89. What is the highest degree you have obtained at present? 89

0 bachelor 2 doctor

1 master 3 other

90. What was your rank at initial employment

 

as college faculty member? 90

0 assistant instructor 2 assistant

professor

l instructor 3 associate

professor

91. What is your faculty rank at present? 91

0 instructor 2 associate

professor

1 master- aeaaz. /7v/c./g." 3 full professor

92. What is the total number of your experience

as a college faculty member? 92

No. of years code: 0 l to 3

l u to 6

2 7 to 15

3 16 and over



93.

91+.

95.

96.

97.

98.

99.

100.

101 .

11

How many years of experience have you had as a

college faculty member in previous institutions?

 

no. of years code: 0 none

1 l to 3

2 '4 to 6

3 7 and over

How many years of experience have you

had in this institution?

no. of years code: 0 l to 3

l 1+ to 6

2 7 and over

What is the level of your teaching assignment?

0 graduate only 2 undergraduate

1 both graduate E. undergraduate only

How many professional organizations

are you presently a member of?

0 none 2 H to 6

l l to 3 3 more than 6

 

How many research projects have you undertaken this year?

0 none 2 3 or 1+

1 l or 2 3 more than I4
 

How many research projects have you undertaken

since you came to this institution?

0 none 2 3 oru

l lor2 3 more thankl

How many papers have you published in the past five years?

0 none 2 3 or 1+

l l or 2 3 more than I4

How many books have you authored or co-authored?

0 none 2 3 or I4

1 lor2 3 morethanu

List and describe principal awards , honors , fellowships , etc.

93

91+

95

96

97

98

99

100
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Faculty Perception of His Job

102. What do you consider to be your main 102

activity as a faculty member?

 

 

0 teaching 3 community service

1 research '4 committee work

5 administration

6 other

103. Which of the following do you prefer most doing? 103

0 teaching 3 community service

1 research '4 committee work

2 advisement of students 5 adndnistration

6 other

101;. Which of the following do you like least? 10“

0 teaching 3 commmity service

1 research u committee work

2 advisement of students 5 administration

6 other
 

105. Are you aware of any locally formulated standard for teaching? 105

(written or verbally communicated, general or specific)

0 Yes 1 Don't know

2 No

l

 

106. Are you aware of any locally formulated standard for research? 106

0 Yes 1 Don't know

2 No

107. Are you aware of any locally formulated standard for 107

professional growth?

0 Yes 1 Don't know

2 No

108. Is there a written policy on promotion? 108

0 Yes 1 Don't know

2 No

109. Is there a written policy on tenure: 109

0 Yes 1 Don't know

2 No
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110. Is there a written policy on leaves of absence? 110

0 Yes 1 Don't know

2 No

111. Who is expected to initiate programs or activities 111

for faculty development?

0 the faculty 2 either

1 the administration 3 don ' t know

112 . How much money is available for faculty development programs 112

or activities in your institution? Is it sufficient?

sufficient

insufficient

don ' t know

code :

N
H
O

113 . How much money is available for faculty deve10pment programs 113

or activities in your college/school? Is it sufficient?

code: 0 sufficient

l insufficient

2 don't know

11'4. In general9 is the time provided for faculty nu

development activities sufficient? Why?

code: 0 sufficient

1 insufficient

2 don ‘t know

115. In general, do you consider that the college and/or university

‘ has a well-planned and executed faculty development program?

116. Of all the activities and services that may be offered to assist

in faculty development in your college/school , which one/ones do

you believe have constantly proved to be most helpful? Who has

been benefited by this/these activity/activities and/or service(s)?

117. What specific improvements in the faculty development programs or

activities do you believe would be most helpful?
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SURVEY OF FACULTY DEVELDPP’EN'I‘ PROGRAL‘IS

INTERVIEW SCHEDULE

85. Sex: O-Male-‘JJ. ' l-Femaleg; 85

Personal Background Information

86 . What was your age at initial employment

as college faculty member? _ 86

no. of years ‘ code: 0 3 18 to 2%

1 a :2, 25 to m:

2 g 145 to 59

87. How old were you on your last birthday? 87

no. of years code: 0 o 18 to 2‘4

- l .2. o 25 to an

2 5’ 1&5 to 59

3 60 and over

88. What was the highest degree you obtained when you were

initially employed as a college faculty member? 88

0 6 bachelor 2 /.2, doctor

1 .2 Z master 3 0 other

89. What is the highest degree you have obtained at present? 89

0 a bachelor 2 2.? doctor

1 4/ master _ 3 0 other

90 . What was your rank at initial employment

as college faculty member? 90

0 _7_ assistant instructor 2 Ala assistant

. professor

l A? instructor 3 / associate ,

/ professor/ ‘

‘ ' 4/ __, fa‘—‘4 I 4.14”

91. What is your faculty rank at present? d" _5. 74.44 —4::" WV

0 / instructor 2 .7 associate

professor

1 // master 3 A5 full professor

92 . What is the total number of your experience

as a college faculty member? 92

No. of years code: 0 Z l to 3

1 z I: to 6

2 7 to 15

3 2% 16 and over

10

 

 

 

 

 



93.

9'5.

95.

96.

97.

98.

99.

100 .

101 0

11

How many years of experience have you had as a

college faculty member in previous institutions?

no. of years ' code: 0 2:3 none

1 Z lto3

.3 I4t06

3 Z 7 and over

-_
 

How many years of experience have you

had in this institution?

 

no. of years code: 0 /3 1 to 3

' 1 Z t: to 6

2 (J ..7 and over

What is the level of your teaching assignment?

0 6. graduate only ’ 2 _g:__ \mdergreduate

1 I? both graduate 8 undergraduate ”only

How many professional organizations

are you presently a member of?

O 0 none 2 /6 l} to 6

l (l lto3 . 3/2» morethan6

How many research projects have you undertaken this year?

0 1.1 none 2 .2. 3 or u

l / 7 1 or 2 3 I more than U.

How many research projects have you undertaken

since you came to this institution?

0 ,6" none 2 s5” 3 or 1+

1 /.z 1 or 2 3 Z more than D.

How many papers have you published in the past five years?

0 A? none 2 6 3 or u

1 Z l or 2 3 Z more than 1+

How many books have you authored or co-authored?

0 .30 none 2 .7, 3 or t}

1 Z l or 2 3 a more than 1+

List and describe principal awards , honors , fellowships , etc .

—-y’ado‘a/vfl-Af

'2’:flit: ‘2?WMMA/

J:- #444414 M6594)
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Faculty Perception of His Job

102. What do you consider to be your main - 102

activity as a faculty member? '

0 32 teaching ‘3. 0 community service

1 .2 research u 2 committee work

5 ,5 administration

6 . a other

103. Which of the following do you prefer most deing? 103

  

 

 

 

0 3-1 teaching 3 / community service

1 .3 research '4 a committee work

2 '/ advisement of students 5 .2, administration

6 a other

10a. Which of the following do you like least? mu

0 0 teaching 3 «2 community service

1 3 research M /(« committee work

2 .2 advisement of students 5 1.2» administration

6 1 other

105. Are you aware of any locally formulated standard for teaching? 105

(written or verbally communicated, general or specific)

0 40 Yes 1 3 Don't know

2 /¢ No

106. Are you aware of any locally formulated standard for research? 106

0 A7 Yes 1 5" Don't know

2 /,9 No

107 . Are you aware of any locally formulated standard for 107

professional growth?

 

0 {If Yes 1 I Don't know

2 /o No

108. Is there a written policy on promotion? 108

0 .22 Yes 1 ‘5— Don't know

2 No

109 . Is there a written policy on tenure: 109

0 36' Yes 1

2

Don't know

NoIs
lh

H





110 .

111.

112 .

113 O

111! .

115 .

116 .

117 .

l3

 

Is there a written policy on leaves of absence?

0 33 Yes . 1 4 Don't know

2 .2.» No

Who is expected to initiate programs or activities

for faculty deve10pment?

D 3 the faculty .2 A 34' either

1 ___3__ the administration 3. / don't know

How much money is available for faculty development programs

or activities in your institution? Is it sufficient?

code: 0 i 2. sufficient

1 _21— insufficient

’ 2 2 don't know

How much money is available for faculty deve10pment programs

or activities in your college/school? Is it sufficient?

code: 0 .1 sufficient

1 .2! insufficient

2 _L don't know

 

In general, is the time provided for faculty

development activities sufficient? Why?

code: 0 K /.9 sufficient

l d“ insufficient

2 don't know

In general, do you consider that the college and/or university

has a well-planned and executed faculty deve10pme2tyu/program?

‘34.!W

3...)“:

Of all the activities and services that may be offered to assist

in faculty development in your college/school which one/ones do

you believe have constantly proved to be most helpful? Who has

220

110

111

112

113

114

been benefited by this/these activity/activities and/or service(s)?

What specific improvements in the faculty development programs or

activities do you believe would be most helpful?
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Appendix D THE FAQULTY WEMBEHS IN THE STUDY

INumber of 7 *7 I . I ' ‘_“T

Idesoondents! Ace I Decree I Exper1ence I Rank 1

I I I I I

I 1 I 63 I Master I 36 I Professor I

I 2 I 62 I Doctotate! 33 I Professor I

I 3 I 8 I Doctorate! 32 I Professor I

I 4 I 68 I Doctorate! 3D I Professor I

I 5 I 53 I Doctorate! 28 I Professor I

I 6 I 51 I Doctorate! 28 I Professor I

I 7 I 59 I Doctorate! 24 I Professor I

I 8 I 50 I Master I 22 I Asst. Professor!

I 9 I 52 I DoctorateI. 28 I Professor I

I 10 I 55 I Doctorate! 18 I Professor I

I 11 I 52 I Doctorate! 18 I Professor I

I 12 I 49 I Doctorate! 18 I Professor I

I 13 I 46 I Doctorate! 17 I Professor I

I 14 I 65 ! Doctorate! 16 I Asso. Professor!

I 15 I 51 I Doctorate! 13 I Professor I

I 16 I 43 I Doctorate! 13 I Professor I

I 17 I 40 I Doctorate! 13 I Professor I

I 18 I 45 I Master I 12 I Asst. Professor!

I 19 I 45 ! Doctorate! 10 I AssD. Professor!

I 28 I 41 I Master I 8 I Asst. Professor!

I 21 I 41 I Doctorate! 7 I Asso. Professor!

I 22 ! 44 I Doctorate! 6 I Asso. PrOfessorI

I 23 I 43 I Doctorate! 6 I Asso. Professor!

I 24 I 38 I Doctorate! 6 I AssD. Professor!

I 25 I 31 I Doctorate! 5 I Asst. Professor!

I 26 I 30 I Doctorate! 5 I Asso. Professor!

I 27 I 35 I Doctorate! 4 I Asst. Professor!

I 28 I 39 I Master I 3 I Instructor I

I 29 I 37 I Doctorate! 3 I Asst. Professor!

I 30 I 35 I Doctorate! 3 I AssD. Professor!

I 31 I 23 I Master I 2 I Asst. Professor!

I 32 I 25 I Doctorate! 2 I Asst. Professor!

I 33 I 30 I Master I 2 I Instructor I

I 34 I 30 I Master I 2 I Asst. Professor!

I 35 I 30 I master I 2 I Instructor I

I 36 I 28 I Doctorate! 2 I Asst. Professor!

I 37 I 55 I master I 1 I Asst. Professor!

I 38 I 49 I Master I 1 I Instructor I

: 39 I 36 I Doctorate! 1 I Asst. Professor!

_1 I I I
 

:—
 

 

 

_—   1 I  ‘1





  IIILIIIIIIIIIIIIIIIIIIIIQIIII‘III


