
DOCUMENT RESUME 

ED 133 037 JC /70 078 

AUTHOR Golemon, R. B. 
TITLE Deans of Instruction and Faculty Development in Four 

Small Rural Junior Colleges in Texas. 
NOTî 31 P-

EDRS PRICE MF-$0.83 HC-$2.06 Plus Postage. 
DESCRIPTORS Administrator Attitudes; *Administrator Role; 

*College Deans; College Faculty; Community Colleges; 
Evaluation Methods; *Faculty Evaluation; Inservice 
Programs; *Junior Colleges; Rural Schools; School 
Surveys; Small Schools; *Staff Improvement; Teacher 
Attitudes; Urban Schools 

IDENTIFIERS Deans of Instruction; Texas 

ABSTRACT 
Four deans of instruction in small, rural junior 

colleges and four deans of instruction in large, urban junior 
colleges were interviewed, and faculty members from the small junior 
colleges were surveyed, in order to ascertain their opinions 
regarding faculty development procedures. It was found that: (1) 
deans felt in-service workshops to be essential while faculty were 
generally unconvinced as to the usefulness of such workshops; (2) 
consultants were felt to be useful by both deans and faculty; (3 
varying methods cf faculty evaluation were used, and in the small 
colleges the deans played a personal role in tùe evaluation process 
vhile in the large colleges where evaluation procedures were more 
systematic the deans' role was less important; (4) deans in small 
colleges tended to favor faculty exchange programs while deans in 
large colleges had reservations as to the utility of such a practice; 
(5)tangible recognition for teaching excellence or outstanding 
service was almost unanimously approved by both faculty and deans; 
(6)faculty and deans approved of community involvement/service as a 
means of faculty development; and (7) overall, while there was no 
great difference in the opinions of faculty members and deans' 
perceptions as to the deans' role in the faculty development process, 
there seemed to be a nominal breakdown in communications resulting in 
some unnecessary misunderstandings. An extensive bibliography and the 
survey instruments are appended. (JDS) 

https://HC-$2.06
https://MF-$0.83


DEANS OF INSTRUCTION AND FACULTY DEVELOPMENT IN
FOUR SMALL RURAL JUNIOR COLLEGES IN TEXAS 

By R.A. Golemon 

The following report is an interpretation of information 

amassed from a study of opinions from four small rural junior 

college deans with some contrasting procedures used by urban 

junior college deans and opinions expressed by the faculties 

of the four rural junior colleges. The study was done to serve 

as a point of reference for faculty development procedures to 

be initiated at Ranger Junior College, Ranger, Texas where Dr. 

Golemon is Dean. 

The procedure for as:imulating the information for this 

study involved an interview with the deans to get their responses 

to the attached questions (Dean's Opinions) and a check-sheet 

of response to two instruments (Faculty Opinions I and type II). 

The interviews with the deans were done in the late summer end 

the teacher questionaires were presented at two separate times, 

one in September and one in October. 

The attached summaries give the raw score tallies of the 

responses. 

The remarks on the availability and use of personnel 

files may have been changed by the Buckley Amendment. The 

report is offered as a statement of conditions as they existed 

in the Fall of 1974 with the hone that it may '7e useful to 

other small colleges. 

Attached is a bibliography of some recent material on

faculty development. 



In-Service Workshops 

Opinions appeared to differ between the reports from 

the faculties and the statements of the deans of instruction 

on the usefulness of in-service workshops as a developmental 

medium. The deans felt that the workshops were essential for 

faculty development and that they should be scheduled' period-

ically. The faculties were not convinced of workshop useful-

ness as indicated by the fact that less than half the responding 

teachers reported gaining useful experience from them. lven 

fewer teachers indicated that the planning done for in-service 

workshops was adequate or well done. 

Responses to other items on in-service training by the 

faculties seemed to indicate that teachers were not suffic-

iently involved in the planning of the programs. This was 

apparently the situation as indicated by the comments of the 

deans in the interviews. Three of the four deans of small 

junior colleges explained their planning procedures as being 

rather haphazard. There appeared to be no continuity in the 

programs. The time was used primarily for orientation and 

administrative convenience rather than being utilized in a well 

planned and properly staffed activity. It seemed that the 

faculties felt there should be a better utilization of their 

time. A study of the opinions of the faculties of large urban 

junior colleges would be necessary to determine whether or 

not this characteristic is common to other in-service work-

shops in Texas junior college. 



Use of Consultants 

Faculty reports indicate that consultants were avail-

able about half the time to visit with teachers in the work-

shops. One seeming oddity appeared in this item. Twenty-five 

percent of the responding teachers indicated they did not know 

that consultants were available in their college for'in-service 

training programs. This could account for some of the negative 

opinions on the usefulness of in-service workshops. 

A majority of the faculties felt that visiting consultants 

should be used system-wide so that every faculty member could 

have the opportunity to benefit from the consultant's comments. 

Statements from other junior college deans indicate that this 

his been successfully done with small faculties where the con-

sultant addressed the faculty assembly and spent the remainder 

of his time working with 'the teachers in his particular disci-

pline. Such a use of consultants is compatible with the ex-

pectations of the deans of instruction in the services they ex-

pect from a visiting specialist. 

Faculties also indicated by a good majority that they 

consider consultants useful in in-service training programs. 

This gives the small rural junior college teachers an oppor-

tunity to visit with a specialist and get new information on 

teaching strategies, different ideas on theory, and indications 

of what other teachers are doing to improve their instructional 

competencies. Deans of instruction in the large urban junior 

colleges indicated their use of consultants was more on a pro-

ject basis usually within a division or a department and that 



the system-wide use of a consultant's services were impractical 

because of the time element and the number of teachers neces-

sarily involved. 

Evaluation Techniques 

It seems that .utilization of evaluative technique for all 

aspects of junior college activities is becoming more and more 

necessary. This is especially apparent in the instructional 

program and those persons instrumental in maintaining its effic-

iency. Shawl' said that this one aspect of the dean's role 

may be its nucleus. If appropriate and adequate evaluation 

techniques are sine quanon for faculty development and instruct-

tonal improvement, then some of the colleges under consideration 

hava a plethora of work to be done. There are about twelve tech-

niques used as a part of the teaching faculty evaluation programs: 

1. Classroom visitation by an administrator for evalu-
ation purposes. 

2. Classroom visitation by faculty member from the same 
department. 

3. Classroom visitation by a faculty member from the 
same department and one from outside the department. 

4. Classroom visitation by a faculty member from outside 
the department. 

5. Self-evaluation. 

6. Student evaluations. 

7. Student team visits to the classroom. 

8. Discussions between student evaluators and the 
teacher. 

9. Discussions between peer evaluators and the teacher. 

1 Shawl, William F., The Role of the Academic Dean, p. 16. 



10. Discussions among peer evaluators, administrators, 
and the teacher. 

11. Evaluation of video tapes of the teaching activity. 

12. Evaluations based on the achievement of the stated 
objectives of the teaching unit. 

Then there are various combinations of these techniques so 

that the list could become almost limitless. 

Four of these procedures seemed to have some common-

ality among the four small rural junior colleges: self -

evalúation, some peer evaluation, student evaluation, and some 

administrative evaluation. Of the eight deans 6f instruction 

interviewed only three require self-evaluation; one dean of a 

large urban junior college and two deans of small rural colleges. 

Although more than half the junior colleges do not require 

self-evaluation, nearly two-thirds of the teachers reported 

that they do self-evaluation annually. This is one indicator 

that the faculty members realize the importance of "taking 

stock" of their personal growth and development. This would. 

seem to be indicative of the professional approach a majority 

of the faculties take to improving their personal competency 

and in turn the improvement of instruction. 

The other three evaluation techniques reported by the 

teachers were not used as frequently as the self-evaluation. 

Forty-one percent of the faculty members reported being eval-

uated by peers. Forty-five percent reported evaluations by 

division/department chairpersons, Forty-two percept reported 

evaluations by the dean of instruction. Forty-five percent 

reported using soma kind of student evaluation instrument. 
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These evaluation activities are considerably below the eighty 

percent of the teachers who held the opinion that peer, super-

visor, and student evaluations should be required of all faculty. 

The faculty members also indicated by a majority opinion that 

administrators should be evaluated annually by the teachers. The 

deans of large junior colleges indicated that evaluation pro-

cedures for teaching personnel were as diverse as in the small 

junior colleges in thát they differ from institution to insti-

tution, but they seemed to be more consistent internally in 

that each has an established procedure administered at stip-

ulated intervals. 

The role of the dean of instruction in the large junior 

college is much more limited in personal involvement in the 

individual evaluation of teachers in that he generally sees the 

summaries prepared by his associates, division chairpersons, 

and/or evaluation committees. The dean of instruction in the 

small junior college is a vital part of the evaluation procedure 

in that he is required in most instances to make a personal 

evaluation of each teacher for matters of promotion, tenure, 

salary adjustment, and continuing employment. 

One evaluation procedure that seemed to be a bit unusual 

is employed by one of the large junior colleges. This is a 

rank-order listing of the "best" half of the faculty. Pre-

sumably this identifies the best teacher, the next best, and 

so on down through half of the faculty with the other half, 

being listed in alphabetical order. A study of this evaluation 

technique would appear to have some merit to determine its 



effect on mórale, its usefulness as a means  of producing 

faculty development, and the probable influence on class-

room instruction. It would seem that one of the primary pur-

poses of evaluation in a junior college would    be to determine 

the quality of instruction occuring in the scheduled classes. 

If this assumption is educationally sound, it would follow 

that those persons assigned the responsibility for supervising 

instruction would need to have some knowledge  of what is done 

in the classes and some evidence of the effectiveness of the 

procedures utilized. Evaluation should produce evidence that 

learning occurs or does not occur. 

Should the evaluator (primarily the dean of instruction 

in the small junior college) visit classes and discuss with 

the teacher classroom procedures? The researcher knowsof 

two deans who make classroom visits as part of teacher evalua-

tions. None of the deans interviewed for this study do this. 

Two questions were put to the faculties relative to the dean's 

discussing classroom procedures and his visiting classes. 

Eighty-eight percent of the teachers agreed that the dean should 

disduss teaching activities and techniques with them and offer 

suggestions. A bare majority (52 percent) agreed that the dean

should visit classes as a part of the evaluation procedure. 

Brewer (1973)2 points out that there is a lack of system-

atic preparation for teaching in college by the graduate schools. 

2 Brewer, Florence B., "Selecting and Training New'Teachers," 
Change, October 1973, P. 56. 



It would seem that the beginning teacher in the small rural 

junior college has no choice but emulate ßß.a graduate pro-

fessors in matters of classroom routines and teaching proced-

ures if he has no formal training in such matters and his dean 

of instruction does not offer his professional help and advice. 

It appears the question of how a faculty member can develop his 

expertise in class management, goal development, and evaluation 

of student learning goes begging. One practical conclusion is 

that this is one area of faculty development where an adminis-

trator concerned with student learning could be useful in im-

proving instruction. 

Classroom Procedures 

Why the faculty members responded by approving the dean 

of instruction's discussing classroom procedures by a good 

majority and barely endorsing his visiting classes for evalu-

ative ourposes is problematical. It could be surmised that 

their lack of enthusiasm for class visitation by the dean is 

grounded in his representing the employment aspect of admini-

stration. It could also go back to the idea that the classroom 

is the fiefdom of the teacher over which he has the first and 

last word and where he is administrator, judge, and executioner. 

A surmise as to why deans of instruction are reluctant 

to visit classes might be that they too feel the visit would 

be interpreted by the faculty member as representing the em-

ployment function of .dmintstration rather than the assumption 

that his visit was to offer some professional help. 



A study by Crory (1973)3 may offer some help with classroom 

visiting for evaluation purposes. Peer visitors seem to offer 

less of a threat to the, presiding* teacher's ego so suggestions 

for changes or improvement can be more graciously accepted, 

especially when the visiting peer is known to be a master 

teacher with much experience and tact. 

When goals are properly defined, objectives established, 

procedures are detailed, and the evaluation instrument to be 

used as a guide have been agreed on prior to a classroom visit, 

it may develop that classroom visitation can be one of the 

moz a useful tools in..faculty growth and development. 

Faculty Exchange Programs 

The exchange of faculty members with another junior college 

in Texas seems to hold some possibilities in the thinking of 

the deans of small junior colleges. A beginning program al-

ready operational in one small junior college appears'to be 

working well according to the dean of instruction. 

Deans of instruction in large multiple campus junior 

colleges could facilitate an exchange program more readily 

than any other junior college but they seem to have some 

reservations as to its usefulness in faculty development with-

in the slstem. One dean of a large urban junior college could 

see no real advantage in such a program. The lack of enthusiasm 

on.the part of the deans of large junior colleges appears to 

3 Crory, John E., "How Do You Feel About In-Service Programs?" 
Community and Junior College Journal, November 1973 
pp. 28-29. 



stem from the hetrogeneity of their faculties which results 

from their size and lack of any real contact with other faculty 

members outside one's own department. The deans of instruction 

in small junior colleges usually know all the faculty members 

individually on a first name basis and the faculties know each 

other rather well which tends to make them more homogeneous. 

An exchange teacher on the staff of a small junior college may 

be more useful in faculty development in that situation than he 

would be on the staff of a large junior college. 

Visiting another College 

Clcsely associated with the teacher exchange program for 

faculty development is the frequently utilized opportunity for 

a fanulty member to visit in the same department of another 

junior college. Eighty-one percent of the teachers reported 

they were allowed to visit another college and fifty-nine 

percent said they were reimbursed for the expenses incurred. 

Ninety-two percent of the reporting teachers considered this 

a useful means for gaining new insights and information. All 

eight deans of instruction agreed with the faculty members 

on the usefulness of visiting another college and each said 

some funds were available to finance at least a part of the 

expenses incurred by the teacher. 

Individual Recognition 

Recognition in some tangible way for teaching excellence 

or outstanding service to the junior college and the availabil-

ity of sabbaticals received almost unanimous approval from the 



small junior college faculty mcmbers and all eight of the deans 

interviewed. The problems in inaugurating programs in the areas 

stem from the absence of a practical way to finance them accord-

ing to the deans of instruction. Two large urban and two small 

rural junior colleges have taken steps to grant tangible expres-

sions of appreciation to outstanding members of their faculties 

but none has solved the sabbatical problem with anything other 

than a leave of absence without pay. One large junior college 

is in the process of preparing a funded sabbatical program for 

system-wide and board of regents approval. The recommendation 

will propose a long semester sabbatical at full pay with a pri-

ority system based on seniority and the convenience of the insti-

tution. A small rural college is also in the process of pre-

paring a sabbatical program to he operational in four years. 

The four year target date will be the earliest any of the faculty 

will be eligible to participate. 

Self-development 

In the area of individual and personal efforts in self-

development, statements were made and questions were asked re-

lating to attendance at professional meetings, subscriptions 

to professional newspapers and periodicals, the purchase of new 

books for one's own professional library, and the use of the 

professional library available to the faculty at the junior 

college. Ninety-four percent of the faculty members reported 

subscribing to one or more professional periodicals each year 

and eighty-five percent reported purchasing at least one pro-

fessional book in his field each year for his personal library. 



Sixty-one percent reported atte ndinr at least one professional 

meeting each year having to do with junior college education 

while forty-nine percent of the faculty members said they used 

the professional library at the junior college more than once 

each month. Deans of instruction of the small rural junior 

colleges reported the availability of some travel funds for pro-

fessional meetings off campus. Some of the small junior colleges 

budget a specific amount of money for travel expenses for each 

faculty member and the teacher has the option as to how and 

when it is used. The teacher determines which meetings would 

be advantageous to him. He may attend the state junior college 

teachers association convention or a meeting of people in his 

field of study at another time and place. 

Another incentive for self-developmentis the way the 

salary. schedule is arranged at all the junicr colleges. Salary 

is usually based on a combination of graduate work and years 

of experience both in and outside the system where the teacher 

is employed. Horizontal progress from the lowest to higher • 

salaries is generally based on the masters' degree as a minimum 

requirement for employment with no creditable teaching experience 

and the highest beginning salary based on the doctorate with 

some creditable teaching experience. Usually the creditable 

experience is limited to a maximum of five years outside the 

employing system. Progress within a range is generally based 

on years of experience in the system after initial employment. 

There are two fairly common means of acquiring increments 

aside from longevity. These are basic allowances per month 



for each graduate hour earned since initial employment and the 

other establishes basic ranges and movement to the next range 

is contingent on having earned six, nine, or twelve hours of 

additional graduate work since employment. These are applicable 

up to a terminal degree. Beyond that usually is an increment 

based on longevity. Thus, the maximum increments in annual 

salary are generated by the earning of additional graduate hours 

and continuing employment. 

Faculty Involvement in Community Activities 

Information pertinent to the involvement of the faculty 

members in the community and community service as a means of 

faculty development and involvement in the junior college re-` 

sponsibilities to the surrounding area brought highly favorable 

responses from both the teachers and the deans of instruction. 

Deans of both large urban and small rural junior colleges felt 

that it was incumbent on their respective institutions to be as 

active as possible in service and service-related activities in 

the local community. The deans of instruction in the large ur-

ban junior colleges stipulated that their programs for the com-

munity would be basically directed toward educational offerings 

and special efforts would to made to see that the proffered 

programs were not duplications of services offered by other lo-

cal service organizations. 

A brief examination of the communities in the Dallas 

County Community College District revealed that the city, 

county, state, and Federal agencies and active organizations 

offering community services totaled over one hundred separate 



and distinct operations not including schools, colleges, and 

universities in the district. A count of the Tarrant County 

Junior College District showed eighty such operations. The 

San Antonio College District showed seventy-five and the Del 

Mar College District showed over fifty such service organizations. 

By contrast, Donley County (Clarendon College) showed only 

two agencies besides the junior college and the public schools. 

Hill County (Hillsboro and Hill Junior College) showed three 

agencies. Panola County Junior College District (Carthage) 

showed three agencies and Scurry County (Western College, 

Snyder) showed four agencies.4 Each of the small junior colleges

is located in the largest city in the county (none of the county 

populations exceeds twenty-five thousand people) and the rural 

nature of the environment precludes the location of many service 

organizations with good financial support that is found in the 

large metropolitan areas. One small junior college dean of in-

struction described the situation succinctly when he said the 

junior college was the service organization in his county. 

Not only are these small junior colleges located in 

sparsely settled counties but they are more than an hour's 

drive from a metropolitan area. The presence of county wel-

fare service personnel and home demonstration agents generally 

cover those services offered the area except for the junior 

college. The faculty members of the small junior colleges 

4 Agency counts were taken from the telephone directories 
for Corpus Christi, Dallas, Ft. Worth, San Antonio, Carthage, 
Clarendon, Hillsboro, and Snyder. 



showed their consciousness of this situation when they indicated 

by a twelve to one vote that the college should provide means 

for community service activities where no local agencies exist 

to do this. 

The matter of social involvement in the affairs of the 

community was not suoported as well as the service need. The 

eight deans of instruction indicated that this was a matter of 

personal preference on the cart of each faculty member. The 

small junior college deans• of instruction reported urging 

faculty members to participate in clubs, churches, and other 

social-service organizations of this nature but they did not 

insist on it. A majority of the faculty members indicated they 

should assume some social leadership roles in the community but 

it seemed doubtful this would attain much credence as a factor 

in faculty growth and development. 

Training Programs for Chairpersons 

The question on the intensive training programs for division/ 

department chairpersons was put to the deans of instruction and 

the faculty members because of sóme recent experience the re-

searcher has had by virtue of his position as director of teach-

ing personnel. Pursuant to the current emphasis on matters of 

equal employment opportunity and the guidelines established as 

well as the occasional necessity for terminating the employment 

of a teacher or teachers, it was deemed advisable to determine 

the status of training of chairpersons among the junior college 

deans of instruction. From time to time it is incumbent on a_ 

dean and/or a department chairperson to recommend to the president 



that certain faculty member's contracts be terminated at the end 

of the current term of employment. It appears that most deans 

of instruction adhere generally to the guidelines set out by 

American Association of University Professors except in the case 

of a morals problem. 

The days of nremptorially discharging a teacher without 

dire cause seem to he gone. Instead of advising the teacher of 

contract non-renewal on the last day of classes in the spring 

semester, current practice is to do this not later than the end 

of the preceding semester. (This is for non-tenured faculty. 

Tenured faculty is an entirely different procedure). This notice 

of intention to terminate the contract could possibly cause some 

problems--the more justifiable the dismissal, perhaps the greater 

the number of problems. It may tax the morale of the department 

and may create an unjustifiable amount of ill-will. It could 

create problems with student learning and the over-all continuity 

of the teaching program. 

In some instances dismissal results in a legal plea for 

reinstatement. Courts have held (Anders vs. Georgetown Un-

iversity, 286 S.W. 2nd 79, Smith vs. Chambers, 303 N.Y.S. 

2nd 609, and Kalshoven vs. Loyola University, 85 So. 2nd 34)5 

that the properly documented evaluations of personnel in an open 

and honest manner where lapses of acceptable performance have 

been demonstrated is sufficient evidence to support the decisions 

of the administration. Thus, the matter of intensive training 

5 Blackwell, Thomas E., The College Law Ripest, 1974. 
P. 78-80. 



for divtsion/deoartment chairpersons in evaluative techniques in 

employment, supervision, and faculty growth and development 

procedures would be of inestimable value to the dean of instruc-

tion and should have a high priority rating in his developmental 

activities. 

In a recent study by Deegan (1974.)6 of the evaluation 

programs mandated by the California Legislature (S B 696), 

it was found that the faculty members preferred that individual 

records be kept confidential rather than open to public examina-

tion so long as the teacher had access to the information in his 

personal personnel file. A recent ruling by the Attorney Gen-

eral of Texas requires the availability of confidential personnel 

files for examination by all parties concerned. The recommen-

dation of the California Community College Teachers Association 

was that evaluation instruments contain the signature of all 

parties involved in the critique and that the faculty member 

receive a copy. This procedure would obviate any contention 

on the part of the teacher that there was no communication of 

inadequacy or incompetence. The other aspect of the evaluation 

instrument is obvious. The faculty member would know and it 

would be a matter of record that he was doing acceptable or 

better work. This aspect should be a moral builder for the 

teaching staff. 

It would seem to the researcher that one of the most 

useful items the deans of instruction could create as a means 

6 Deegan, William L., et al, Evaluating Community College, 
Personnels A Research Report. 



of implementing a good faculty development program would be a 

first-rate communication medium. As this research seems to in-

dicate, there is no great difference in the opinions of faculty 

members and the dean's perception of his role in faculty deve-

lopment but there seems to be a nominal breakdown in communica-

tions resulting, in some unnecessary misunderstandings. 
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THE ROLE PERCEPTION OP THE DEAN OF INSTRUCTION IN 
FACULTY DEVELOPMENT 

Dean's Opinion 

1. What is your role in organizing workshops for faculty 
development? 

2. How are your committee assignments made?

3. What is your role in departmental conferences? 

4. What is your role in faculty self-evaluation? . 
(Required Information) 

5. What is your role in faculty evaluations? 

6. Do you discuss classroom procedures with individual 
faculty members? Groups? 

7. What do you expect a visiting consultant to do? 

8. What is your opinion on requiring additional graduate 
study? How. often? Purpose? 

9. What is your role in faculty writing for publication? 

10. What is your attitude on faculty attendance at professional 
meetings? 

11. What is your position on sabbaticals? 

12. What do you think about the possibility and usefulness 
of teacher exchange programs .in Texas colleges? 

13. How should foreign travel be equated with additional
graduate work? 

14. How do you give recognition to outstanding faculty 
members? 

15. To what extent should faculty members get involved 
in the social activities of the community? 

16. What is the role of the college in community services? 

17. How do you make faculty meetings useful periods for 
faculty development? 

18. What is your role in keeping faculty abreast of the dev-
elopments in their disciplines? 



19. Do you have discretionary funds to be used for faculty 
development? 

20. Do you plan an intensive in-service training program for 
division/departhent chairpersons in light of recent problems 
in employment and/or release of faculty? 

21. Do your faculty fringe benefits help produce improvement 
in faculty development? How?



Summary 

ROLE OF THE DEAN IN FACULTY DEVELOPMENT 

Faculty Opinions I. 

Please' indicate your opinion for each item
inserting a number in the blank provided as: 

1. Strongly Agree 
2. Agree
3. No Opinion
4. Disagree
5. Strongly Disagree 

1.• Your dean should do all the planning 
for faculty workshops.                      1   9   8  54  30

2. Faculty committee assignments should 
be made by your dean. 

3. Your dean should schedule conferences 
with each faculty member at least once 
each semester. 

4. Faculty members should make a self-
evaluation each year. 

5. Your dean should discuss teaching
procedures with you. 

6. Your dean should suggest changes in
your teaching activities. 

7. You should recommend consultants 
for faculty workshops to the dean. 

8. Visiting consultants should be sys-
tem-wide so that every faculty mem-
ber could get something from his visit. 

9. Each teacher should be required to
do additional study at least once 
every three years. 

10, Faculty should be urged to publish 
professional articles.' 

5 36 10 42 9 

35 49 11 6 0 

20 45 11 4 3 

13 59 10 15 5 

7 52 18 18 7 

30 63 8 0 1 

15 50 17 17 3 

25 38 15 20 4 

10 17 16 47 12 



1l. Faculty should be required to attend
at least one professional meeting
each year. 

12. Some type of sabbatical should be
available to the faculty. 

13. Teacher exchange programs within
Texas should be available to the 
faculty. 

14. Foreign travel should be educated
with professional study. 

15. Special recognition for individual
faculty achievement should be a-
warded in some tangible way. 

16. Faculty growth involves partici-
pation in community activities. 

17. The college should furnish social
leadership to the community. 

18. Where there are no local agencies,
the college should provide means
for community service activities. 

19. Annual evaluations by peers, super-
visors, and students should be 
required of each faculty member. 

20. Annual evaluations of each admin-
istrator should be made by the
faculty. 

21.' Faculty growth and development
is primarily a concern of the
dean of instruction rather than 
the teacher. 

22. Departmental/divisional chair-
persons should be responsible for
the development of his/her faculty. 

23. The individual teacher it respon-
sible for keeping up with current
developments in his/her discipline. 

1 2 3 4 5 

31 50 6 11 4 

49 43 7 1 0 

13 62 26 1 0 

25 44 24 3 2 

42 53 3 4  0

18 63 11 8 2 

12 42 22 18  8

17 58 17 8 2 

23 49 11 9 10 

28 38 17 15 4 

2 12 8 57 23 

3.62 28 9 0 

58 43   1    0   0



24. Your dean should make periodic visits 
to your classes so he can suggest 
ways of improving your instruction. 

25. Visiting other colleges is a Rood way 
to develop new insights into your 
teaching. 

26. Each teacher should subscribe to at 
least one professional periodical 
each year. 

27. The college should maintain an 
adequate professional library. 

28. Each teacher should buy at least 
one professional book each year. 

29. The dean's role in faculty de-
velopment is his most important 
function. 

30. Faculty meetings should be 
directed toward teacher de-
velopment. 

31. The dean should have intensive 
training programs for division/ 
department chairpersons. 

1 2 3 4 5 

7 34 23 22 16 

39 58 4 1 0 

38 51 7 2  4

61 39 1 1 0 

32 36 18 10 6 

7 48 25 21 1 

10 56 18 17 1 

32 12 17    50
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SUMMARY

Faculty Opinion II 

Yes (Y) No Opinion'(0) No (N) 

Y 0 N 

1. Are consultants available for in-service 
training? 48 21 24 

2. Do you think consultants are useful for 
in-service training? 67 18 7 

3. Do you think your in-service training 
programs are useful? 38 35 20 

4. Do you think your in-service training 
programs are well planned? 26 40 25

5. Does your administration allow you to 
visit other colleges to get ideas and 
information? 74 6 12 

6. Is there reimbursement from your school 
for expenses incurred visiting another 
college? 55 15 23 

7. Do you consider visiting another college 
a useful item in a faculty development 
program? 85 4 3 

8. Does your dean visit you to discuss your 
teaching development? 46 8 38 

9. Do you do a self-evaluation at least 
once a year? 59 9 22 

10. Are you formally evaluated annually by 
your peers? 38 9 40 

11. Are you formally evaluated annually by 
department or division chairman? 41 16 35 

12. Does the dean make a formal evaluation 
of your teaching each year? 38 22 31, 

13, 'Do the students make a formal evaluation 
of your teaching? 41 9 42 



Y 0 N 

14. Do you set goals for yourself each year 
if self-improvement? 81 2 9 

15. If your college had sabbaticals, do 
your think this would help a teacher 
in self-development? 66 23 4

16. Do you use the professional library more 
than once a month? 45 6 41 

17. Does your administration encourage per-
ticipstion in community affairs? 69 9 15 

18. Does your administration have occasional 
dinners or social affairs for the faculty 
and staff? 72 3 17 

19. Do you attend at least one meeting 
annually of a professional association 
concerned with junior college education? 63 3 27 

20. Do you subscribe to at least one pro-
fessional periodical? 87 1 5 

21., Do you buy at least one book in your 
field each year? 78 2 12 
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