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Introduction

Between 1985 and 1990, a group of researchers within the National Center
for Research fo Improve Postsecondary Teaching and Learning (NCRIPTAL)
completed a research program on facuity motivation. The goals were to better
understand why faculty members vary in their commitment to and involvement in
teaching and to consider ways this knowledge can be used to improve
postsecondary education.

A major activity of the NCRIPTAL Program on Faculty as a Key Resource
was a national survey: Faculty at Work: A Survey of Motivations, Expectations,
and Satisfactions. The questionnaire was designed to gather dataon a number of
factors that our preliminary research showed were important elements of the
faculty motivation process. Analyses of survey data indicate that the variables in
the questionnaire account for significant differences in the teaching, research, and
service activities of individual faculty members. Therefore, we believe the
questionnaire may provide important baseline data for planning professional
development activities and, or, monitoring the impact of organizational change on
faculty members.

In this document, we provide technical information about the Faculty at
Work questionnaire for those who would consider using the instrument in their
own college or university. The report is divided into three sections: background
information about how the instrument was developed, techrical information about

the questionnaire of interest to institutional researchers, and suggestions for use.



Instrument Development

While there is abundant literature on the correlates of faculty teaching effort
and behavior (Blackburn, et al., 1986) there are few empirical studies designed to
understand how these institutional and faculty characteristics affect role
performance. Most of the research has assumed that features of the
organizational context--mainly rewards and merit incentives--strengthen and
encourage desired behavior or that individual characteristice--sucr as values and
beliefs--determine how faculty spend their time. Critics of this literature (Lawrence
and Blackburn, 1988) note that motivation is more likely due to interactions
between environmental properties and individual dispositions, beliefs, and
perceptions. In other worde, people respond differently to the same
organizational conditions depending on how they understand them and whether
they accept them. Hence, we turned to social psychology and cognitive

motivation theories for ideas on how to conceptualize the motivation process.

A. Exploratory Interviews

Based on a review of the higher education research on faculty and the
literature on motivation, we conducted a series of exploratory interviews with
individuals on four very different campuses. One campus was an undergraduate
liberal arts college in a metropolitan area, another was a comprehensive university
in the Midwest. The third institution was a rural community college and the fourth
was a historically black southern university. In all cases the interviewed faculty
were from eight core arts, sciences, and humanities disciplines that are found in
nearly all postsecondary institutions: English, history, psychology, sociology,
political science, math, biology, and chemistry. The 110 respondents varied by

age, rank, sex, and race.



The respondents in this exploratory study completed a pre-interview
instrument, a 1-2 hour face-to-face interview, and a post-interview questionnaire.
The pre-interview instrument was designed to familiarize the interviewer with the
faculty respondents’ educational preparation and career interests as well as their
perceptions of organizational priorities--depantmental and institution-wide.
Interviews pursued these areas in depth by having individuals complete self-
assessments in which they compared themselves to organizational prototypes of
valued faculty members and assessed their effectiveness with students,
colleagues, and administrators. Respondents also talked in detail about their
teaching--how it was evaluated, how credible they found this feedback, and
whether they altered their teaching in response to various forms of evaluation.
The interview concluded with questions about changes in their colleges or
universities that had occurred while they had been there. The post-interview
questionnaire was designed to clarify nomenclature (i.e., "How is scholarship
defined on your campus?”) and to identify faculty assumptions about the
teaching-learning process.

Profiles of each of the institutions were prepared and then compared to
identify common concerns among faculty on the different carmpuses. The
interviews were also analyzed quantitatively and empirically to determirie the
relevance of existing motivation theories to faculty experiences. From these
different activities emerged a conceptual framework that emphasizes the cognitive
aspects of motivation: how faculty understand their work environments, how they
assess their capacity to meet organizational expectaticns, and whether they
perceive that their own professional goals and interests fit with those of
colleagues and administrators. Our primary focus centered on how faculty
rationalize their teaching, scholarship, research, and service activiti2< and the
consequences for themselves and their emploving institutions.

(;
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B. National Survey

The Faculty at Work questionnaire described in the next section was
designed to gather data to test propositions that we thought folliowed from the
theoretical orientation to motivation that we constructed frorn the exploratory
interviews. For example, one proposition tested was that an individual's self-
assessment of teaching ability combines with perceptioris of the value an
institution places on undergraduate instruction, and together they affect teaching
effort. A second proposition was that individuals who vary in their beliefs about
their influence on curricular decisions and on student learning differ in teaching
affort and behavior (e.g., specific classroom activities they use). Several analyses
of the survev data have been completed and results have been published and, or,

presented at national conferences. (See References.)

Technical Information

The Faculty at Work survey is divided into six sections. The first includes
questions about the work environment on the respondents’ campus. The next
section gathers data on faculty members’ self-image and their professional
activities. The third section consists of demographic and work satisfaction
questions. The fourth brief set of questions focuses on teaching assumptions
and performance evaluation. The fifth section asks faculty members to describe
the valued professor on their campus and then compare themseives against that
prototype. The final series of questions is concerned witn the work environment
and its effects on respondents. (See Appendix A for copy of survey instrument.)

1. Sample. The Faculty at Work survey was distributed between
November, 1987 and January, 1988 to full-time faculty members in eight



disciplines in each of the nine Carnegie Classification Categories (1976). The
stratified random sample corresponded to the national distribution of faculty
members across institutional types.

A total of 8,130 surv ys were distributed and 3,972 faculty members who
received them returned complsted questionnaires, yielding a response rate of 54
percent. The distribution of respondents across the institutions was as follows:
846 Research Universities; 617 Doctoral Universities; 1,139 Comprehensive
Colieges and Universities; 460 Liberal Arts Colleges; 910 Community Colleges. A
total of 818 faculty members held appointments in English departments, 445 in
history, 299 in political science, 463 in psychology, 321 in sociology, 524 in
biology, 400 in chemistry, and 555 in mathematics departments (147
respondents did not report their disciplines).

2. Item Religbility. The reliability of items was measured using a test-retest
design. Six to ten weeks following return of the original survey, random samples
of 50 respondents were sent a single page questionnaire of selected test-item
sets, accompanied by a letter requesting that they complete the retest
questionnaire for the purpose of the reliability study. An 80% faculty response
rate provided adequate N's for each section to run test re-test correlations. The
reliability coefficients ranged from .14 to .94 with most clustering around 60. A
complete summary of reliability scores is provided in Appendix B. Item means
and standard deviatinns for the disciplines and institutional types are reported
elsewhere and can be obtained from NCRIPTAL.

3. Factor Analyses. included herein are the results of separate varimax
factor analyses that were completed for each questionnaire section with data from
faculty in each of the Carnegie institutional categories. These results may be of
use to institutional researchers who wish to create multiple item indicators for key

variables such as organizational envirbnment or job satisfaction.
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The factor analyses were performed sequentially beginning with all items
from Section One of the survey. A comparison of factors that emerged from the
analysis for each of the institutional types indicated that six were identical across
all Carnegie Categories in the sample. These factors and the survey items

loading on them are displayed in Figure 1.

Figure 1
Factors Common to All Institutions
Eactor Name Questionnaire tem*
1. Environment
- pedagogical peer pressure 1 ?’.k)
- discipline change 1 (b,h)
affecting teaching
2. Self-Efficacy
- influence on student 2 (a,d)
outcomes
3. Service
- campus service involvement 6 (b,c,d,e)
4. Career
- job satisfaction 8 (t,u,v)
5. Grants
- seeks fellowship support 8 (z,bb)

*The Eigen-values for factors vary by institution but
are typically within the range of 1.0 to 1.40.

The results show that the same two factors emerged from the analysis of
all items in the first section (environment) of the Facylty at Work survey,
regardless of institutional type. One fector, labeled pedagcgical peer pressure, is
composed of questionnaire items 1j and 1k and the other, labelled discipline
changes affecting teaching, consists of questionnaire items 1b and 1h. By
examining the survey items, one can see that the pedagogical peer pressure
factor captures the faculty member's sense that he or she is expected to teach
and grade in a particular way. The discipline changes affecting teaching factor

indicates the extent to which the respondent believes developments in a discipline



have caused changes in his or her teaching methods and course content. The

tactors for each section are reported for each institutional type in Appendix C.

Possible Uses

One unique feature of this instrument is that it includes facuity members'’
assessments of both themselves and their work environments. It enables groups
or individuals to evaluate their personal fit within an organization and to consider
how that fit affects faculty role performance. Hence, one use for the survey (or
select components) is to gather data to inform discussions of organizational
context and how these factors influence faculty beliefs and behavior. Another
possibility is to use the questionnaire to monitor faculty perceptions over time so
as to assess institutional progress toward long-term goals such as creating a
supportive climate for teaching.

Although the baseline data for the Faculty at Work survey are now three
years old, a college or university could compare its faculty means with those of
faculty in comparable institutions at the time of the original survey. On the other
hand, consortia or other groups of institutions may decide to administer the
survey for comparative purposes and create their own baseline data. The
instrument is readily scored and it is easily modified--items can be entered into a
computer file and selected to fit a given purpose, much like the cafeteria style
course evaluations.

We encourage people to chooso items and create measures from Facuity
at Work that will help faculty and administrator groups identify concerns that need
to be addressed through organizational changes and to trace the impact of
policies and practices on individuals. Acceptance and resistance to change

derive in part from how people interpret their experiences in the work

12



environment. Planners who aniicipate and understand why certain activities may
be resisted and others may be accepted will be more sffective in motivating
improvements in their institutions. This survey, used in conjunction with other
information about a college or university, can be key in directing effective planning

efforts for institutions, departmants, and individuals.
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Appendix A (1)

Faculty at Work

A Survey of
Motivations, Expectations, and Satisfactions

I
NCRIPTAL

NATIONAL CENTER FOR
RESEARCH TO IMPROVE
POSTSECONDARY
TEACHING and LEARNING

15

2400 SEB, University of Michigan, Ann Arbor, Michigan 48109-1259
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Faculty at Work: A Survey of
Motivations, Expectations, and Satisfactions

General Directions

. This survey is concemed with your teaching of undergraduates (even if you do not happen to be teaching

undergraguates this term). Keep this in mind when you are responding to questions about classes and
instruction.

- Several questions deal with your immediate area of work. In many institutions that will be a department; in

others it can be a division; in still others it could be a center or other organization. Because of the diverse
possibilities, we have used the term unit as a generic term for all the organizational labels that exist. Simply
read in your own situation v-hen you see the word unit.

. The terms teaching, scholarship, research, and service have a range of definitions. For the purpose of this

survey, please use these:

Teaching:  Class preparation, scheduled classroom and laboratory instruction, grading, working with
students in your office.

Research:  Activity that lcads t0 a concrete product (an article, rcport, monograph, book, grant proposal,
software development).

Scholarship: Professional growth—cnhancing your knowledge or skill in ways which may not necessaril )
result in a concrete product (library work, reading, exploratory inquiries, computer use).

Service: Work in college/university meetings, communily activities, professional association
involvements.

. We have tried to design the questionnaire so the greatest number of individuals can respond. Some questions,

however, rnay be inappropriate for your own situation. Answer all the questions as well as you can.

. You'll enjoy the questions more if you take each at its most obvious intention and avoid making subtl¢ (cven

when valid) distinctions.

Robert T. Blackbum, Project Director
Janet H. Lawrence, Associate Director
Virginia Polk Okoloko, Rescarch Associate
Jcffery P. Bieber, Rescarch Assistant
Judith Pitney, Rescarch Assistant
Kwang Suk Yoon, Research Assistant

- “ﬁc—E&)_tér.i_S-fundcd by (ﬁrgvl'j—hivcr‘: ty of Michigan and
the U. S. Department of Education's Office of Educ.tional Rescarch and Improvement
under OERI gran. number G008690010.

© 1987 by the Regents of the University of Michigan for the
National Center for Rescarch to Improve Postsecondary Teaching and Learning
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Response Instructions

Most of the questions below can be answered by sumply filling in the circle @ which identifies what you consider the most
appropriate response.
It does not matter what type of pen or pencil you uss.
If you change your mind or mark the wrong space, crossitout Ji{ and fill in the space you wish.

Very high degree of nuth

Genenilly true

1. Below are several siatements about the environment in
which you work, They can affect your ability to do what is
expected and/or achieve your goals. For each statement,
indicate the degree of truthfulness it has for you by filling in
the appropriate circle .

Generally 1.0t true
Little or no ruth

.My institution’s goals for students tend

to be more oriented toward careers and
professionalism than toward the liberal
ans,

. Asaresult of changes in my discipline

in the past decade, 1 have had to make
sxgmﬁuntchnngesmmymhmg

. The most highly rewarded faculty

members at my institution are those
oriented primarily toward their
professional accomplishment.

. The support scrvices for teaching (lab

facilitics, computers, libranies, clerical
assistance, audio-visual aids, student
assistance, etc.) help me teach what
and how [ would like.

. The support services available at my

institution for my scholarship help me
conduct the kind of inquiry I desire.

. The collegial resources (faculty to

contribute to my class, persons with
whom I can discuss appropriate topics)
availabie at my institution help enrich
my teaching.

. 'There is a high degree of agreement

among my unit’s colleagues about the
content of our curriculum.

. Asaresult of changes in my discipline

in the past decade, I have had 1o make
significant changes in the content of
my courses.

I am encouraged by my institution to
work for the collective good of my
wnit

(continued in next column)

L
0]0JO]O0]
00100
0]0JO]O,

0]oJo]0;

0J0JOJ0,
OO
0J6JO]O0]

0]0]6]0)

0]0]O:0;

(continued from previous colswmn)

Very high degree of quth ——

Generally true

Linle or no truth

Gaulllynolm——j

I feel pressure from my colleagues to
teach in a particular way.

. [feel pressure from my institution to

grade ir: a particular way.

A class with a wide range of student
abilities is rmost difficult for me 10
teach,

. Faculty can trust the administration to

act in good faith for the betterment of
the institution.

. Faculty can trust established faculty

groups (e.g., govemance commitiees)
10 act in good faith for the betterment
of the institution.

. The faculty in my unit are more

committed to the teaching of their
discipline than they are to adding to
their discipline's knowledge base.

. The faculty in this insgtwion are more

committed to teaching than they are to
doing research in their disciplinary
domain,

. My unit's colleagues know my

speciaity well enough to assist and
critically review my scholarly work.

A class composed primarily of under-
prepared students negatively affects my
teaching.

Some units on this campus receive
more than a fair share when it comes to
the central administration’s allocation
of resources.

An ineffective/unproductive colleague
at my institution can be changed into a
contributing member of this organiza-

ton.

016010,
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a. Require use of a writing style ! l
manual, proper lab report format, ol
etc. 016]0]010]
b. Develop new course or lab materials
(e.g., self-instruction package,

original experiment). OROO®
¢. Supervise independent study

programs. O@OO®

(continued in next column)

sional meetings.

Atuended a campus workshop on
teaching.

. Had telephone conversations with

colleagues to discuss your scholarly
activities.

. Gone off-campus to attend a

meeting on the teaching of your
discipline.

2. A faculty member’s activities may influence what happens (continued from previous column)
to others as well as 10 herself or himself. Below are some
outcomes that depend to varying degrees on your efforts. Very often —-
Fill inthecircle that best corresponds to how much influence Often ——— —
you think you have on each of the following, Occasionally —,‘ o
- Seidom ———— f
Substantial influence o
Some influence Rarely ; o !
Minor mﬂumce———] . Require annotated bibliographies or o
Really no influence atall— | documented laboratory reports for } L0
. . . Design research internship experi-
b. Departmental curriculum committee ~
dorisions. 0101010 ences for your students. 0]0]0]0]0;
. . . . Critically review the rough draft of
¢. Having something you have wrilten Nl
accepted for publication. COOO mﬂwposmdem fIES’ MAor papers or 01001010
d. Student career. achievements. 0]0]0]O0; _ Have students conduct on-line
¢. The salary increase you will receive _ searches for their research projects. O @G & &
NEXt year. QYOO . Require a research paper as part of
f. The next chair of your unit. 0]0]0]0] your class. OREET
g. Establishing student admission Supervise tutorials. OROET
requirements. OO
h. Obtaining money for travel to profes-
sional association meetings (beyond
standard institutional allocations). O@OO
i. The personal interests you wish to
_ ' T _ COOO . Fill in the circle that most closely indicates how often you
j. Setting requirements for graduation, 0]6]0]O! have done the following during the last year.
k. The next facuity member hired in your More than 10 times ——
unit. 0]16J0]0;] 5-.10 times
1. Securing resources (o maintain ongoing 1.23;‘“‘;"‘“ "
programs that you consider important. O Q@ Q@ ® Never . { »
m. Establishing critcria for annual review o : ]
. Atended a visiting lecturer's |
of faculty members. OO | presentation on campus. 010 @ G: o
. Presented your ongoing work on
campus. QOOLT
. Consider a basic introductory course you teach on a regular ' m:g:: :&u“e);t on a local radio or 0]0]61010)
basis. Fill in the response which corresponds to how _
frequently you do each of the following. - Auended a campus seminar where a
colleague was presenting her or his
Very often —-— work, oJololoto
Often ——— |
Occasionally - . Had informal conversations about
Seldom ——— | research with colleagues at profes-

®
®
©
(=)
(«)

.
®
{w

(»)
()

O
®
©
o
)

@
O
©
Q]
(=)



5. Fill in the circle that most closely indicates how frequently

you have done each of th: following during the prior two
years.

More than 10 times ——
5-10 umes ]
341times
1-2 imes
Never
a. Submitted an article for publication l
in an academic or professional |
journal. 0]0]0]0J0]
b. Made i fes-
sionsl conference. T OOOO®
c. Written for the popular press. 0]010]0I0]
d. Published chapters in a book. OOOO®
¢. Reviewed articles for a professional
journal, OOOO®
£ ized a professional mecting QOOOO®
. Edited the proceedings of fes-
b conalmeetng, T 50000
h. Submitted a research proposal 1o
govemmental or private agency. ) OOOO®
i. Writen a research report for an
agency, ingtitution, orothergroup. OQ@QOO®

j. Served on an editorial board of a
journal. OOOO®

k. Published scholarly articles. OCOOO®

. Consider the past five academic years. Fill in the circle that

indicates how many times you have done each of the follow-
ing.

Morcl.hmlOtimu—]

5.10 times -
34 times
1-2 times
Never-———j I

a. Team taught a class. OEROOE
b. Participated in campus-wide

commitiees dealing with major

issues. OOOOO®
¢. Chaired a campus or unit commit-

tee. COOOO®
d. Played a role in your unit's curricu-

lum revision. CROOO®
e. Conducted a study to help solve a

unit problem. 0]6]6]0]O;

7. Faculty implicilly or explicitly make some assumptions

about teaching-learning processes. Use the scale below 10
fill in the blank in the sentence “As a teacher, I am

with .. ."
Very highly concemed —
Moderately concemed —-
Somewhat concermned — | |
Slighily or not concerned } L
As a teacher, I am i '
with: N
a. transmitting facts, principles, and N
theories of my discipline. 0]0]0]0;
b. helping students to improve and make
the most of their roles in society. 0]OlO10
¢. demonstrating an intellectual, artistic,
or scientific process. 0]610]0)
d. encouraging students’ overall personal
development, 0J0JO]0,
¢. cnhancing students’ abilities to reason
and communicate their thoughts. 0JOJOJ0!
f. assisting students who demonstrate an
interest in leaming. 0101010
g. having stdents advance their socio-
economic status. 0JOIO]0

. The following questions are about your background. Fill in

the appropriate circle or write the response in the appropri-
ateblanks. (If youhave a joint appointment, answer from the
perspective of the academic unit that is most important 10
you.)

a. List the highest academic degree you have eamned, the
institution granting it, and the year in which it was
obtained.

Degree Year
Institution

b. In what unit (e.g., natural sciences, history) is your

principal teaching appoinument?

c. What is your area of specialization (e.g., sociology,

chemistry)?

d. How many colleagues do you have on

campus who either can teach your courses
if you need 1o be elsewhere or can give a
constructive critique of your scholarly work?

(continued on next page)
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(continued from previous page)

. How many years have you been at

this instition (not includ,.ig this year)? _
(total years)

As a faculty member (years)
As an administrator (years)

. Are you currently appointed to an administrative

position?
MO Yes @No (If no, skip to letter h.)

. If yes, what percentage of your time does

this administrative appointment represent? %

. How many years have you been at

other colleges and universities? _____ (total years)
Asa faculty member _____ (years)

As an administrator ___ (years)

What is your gender?

© Female @ Male

In what year were you born? 19__

. What is your present rank? (Fill in one only.)

® Instructor ® Lecturer
(@ Assistant Professor ® There are no ranks at

(® Associate Prolessor my institution.
© Professor ® Other
How many years have you held your

current rank (not including this year)? (years)

. What kind of appointment do you now hold? (Fill in

one only.)
(® Regular with tenure © Visiting
(@ Regular without tenure ® Other

® Yearly 1erm appointment

. If not tenured, are you in a tenure track position?

(Leave blank if tenured.)
O Yes @No

. How fair is your salary in comparison with that of

your peers at your institution?

(® More than I deserve

@ About as much as I deserve
(® Somewhat less than | deserve
(®© Much less than I deserve

® [ don't know.

(® I don’t care.

. How does your salary compare with those of your

colleagues at peer institutions?

(© Appreciably higher
@ Somewhat higher
® About the same

(© Somewhat lower
® Appreciably lower
® Idon't know.

® Idon't care.

(continued in next column)

. In general, how do you feel about this institution?

. If you were to begin your career again, would you stll

. Do your interests lie primarily in teaching or in

(continued from previous column) '

. What percentage of your raise

for this year wasbased onmerit? ___ %

(E.g.. if the institution's salary program called for an .
average or total raise of 6%, and 4% of this was
“across-the-board,” you would enter “2%.")

Into approximately how many dollars
does that percent merit raise translae? § _

Your race or ethnic group is:

(O White/Caucasian

® Black/Negro/Afro-American

(® Native American/American Indian
(© Mexican American/Chicano

® Puerto Rican

® Hispanic

@ Oriental

(® Other Asian

® Other

Comparing yourself with oth~r academic persons of
your age and qualifications, how successful do you
consider yourself in your career?

(® Very successful

@ Fairly successful
@ Fairly unsuccessful
(® Very unsuccessful

® It is a very good place for me.
@ It is a fairly good place for me.
® Itis not the place for me.

want 10 be a faculty member?

® Definitely yes
(@ Probably yes
(@ Probably no
(@ Definitely no

research?

() Very heavily in research
(@ In both, but leaning toward research
® In both, but leaning toward teaching
(@ Very heavily in teaching

. In the past 12 months, did you (or your project) have

research suppont from any of the sources listed below?
Fill in “yes” or “no™ for each possible response.

(1) Institutional or departmental funds
(2) Federal agencies

(3) Suate or local government agencies
(4) Private foundations

(5) Private industry

(6) Other

(continued on next page)
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(continued from previous page)

y. How many external grant proposals
have you submitted within the
last two years (best estimate)?

z. How many extemnal fellowship
applications have you submitted
within the last two years (oest estimate)?

aa. Over your career, how many

external grant proposals have
you submitted (best estimaie)?

bb. Over your career, how many
external fellowship applications
have you submitted (best estimate)?

cc. How many of your professional writings
have been published or accepted for
publication in the last two years? __

dd. Over your career, how many anticles
have you published in academic
or professional journals (best estimate)?
ee. Over your career, how many books or
monographs have you published or edited,
alone or in collaboration (best estimate)?

. Faculty receive feedback on their work in a variety of
ways and from different people. Fill in the circle that best
corresponds with the degree of credence you give to each

. Your chair’s or dean's comments on

of the following :
A great deal of credence
A moderate amount of credence
Some credence
Litde or no credence
Never received l i
a. Your unit chair’s evaluation of your ’ {
teaching. 0]0]0l0;
b. Your colleagues’ (faculty members
in your unit) evaluation of your
teaching. OOOO®
. Student responses on ieaching
evaluation forms. 0]0]010]0]

your scholarly activities.

. Your colleagues’ (faculty members

in your unit) comments on your

scholarly work. OREO®

. Alumni comments about the impact ;
you had on them. 016J0J0]0]

. Your chair’s or dean’s comments on
your service contributions to the ]
institution. 0]0]0]0]0;

PO |

10. For each statement below, fill in the circle that best ex-

presses your level of agreement.

Soongly agree ——
Tend to agree ——
Tend to disagree —
Stongly disagree -

a. [ expect undergraduaie students will
generally:

RN
0161070

(1) think for themselves.
(2) share ideas and work coopera-
tively. 0JOI0Z0;
(3) seek to outperform one another. 0J0JOJO
(4) leam only what is required. 0JOJO30
(5) lack interest in the subject matter,. (O G@ &
(6) feel overwhelmed by my course B
requirements. 0101030
(7) need frequent feedback on their
performance. 0JO1030
(8) be appropriately challenged by my _
course requirements. 0JOJION0
(9) work on their own. 0]0]010,
Swongly agree —

Tend to agree ——
Tend to disagree —
Strongly disagree — f o
i

b. Iassume undergraduateslearn best
when:

(1) course content is determined by
the teacher.

(2) pace is set for the group by the
teacher.

(3) course content is perceived (o have

immediate relevance to the
students’ lives.

(4) course content is determined

cooperatively by students and the
teacher.

(5) conditions are established that let
students discover new concepls or

principles.

(6) competition among students is
fostered.

(7) students progress at their own
pace.
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11. Below are sets of words and phrases that faculty have used o describe the valued faculty member on their campuses. The first

set has to do with skills and abilities of these faculty members. The second set consists of values and attitudes ascribed to these
people. The third set contains personality characteristics respected faculty members are said 0 possess.

First, fill in the circle in column I that best represents the extent w which the word ot phrase characterizes the faculty members
you believe are valued on your campus. Then, in column 11, indicate how characterictic the skills, the beliefs/attitudes/values,
and the personality characteristics are of you. Last, in column III, for the skills only, fill in the circle comresponding to how
difficult each is for you. (Go across the sheet for each item.)

1 II I

Characteristic of valued faculty Characteristic of you Difficulty for you
Highly characteristic Highly characteristic Very difficult ————
Somewhat characteristi Somewhat charscteristic Difficult—————— |
Slightly characteristic Slighty characteristic Of average difficulty — | |
Not at all characteristic Not at all characteristic Notvetydimcull—-’_' i l
a. Skills | _l | N | |
(1) Teaches effectively 0]010]0] OOO® 0J010]0;
(2) Keeps abreast of
developments in the
discipline 010]0]0, 010]0]0] 010]0]0]
(3) Obtains grants 0]010]0) 0]0]0]0] 0J0]0]0.
(4) Communicates well 0]0]0]0) OO 0J0]0]0]
(S) Publishes 0160]0] 0]Ol16]0] 0]J010]0;]
(6) Isorganized 0]6]10]0, 0]0]0]0] OOOO®
(7) Works skillfully with
students 0]610]0) OO®® OEOE
(3) Respondstorequests (O@Q@@® 0]J0J0]0] 0JO10]0,
(9) Isanexcellentlecmrer (O@Q@® 010]0]0, 0J0lO]0]
(10) Knows how 1o work the
system 0]6]010) OCOOO 0J0]610,
b. Beliefs/Attitudes/Values
(1) Is highly committed to
teaching 0]0]0]0] 0]OI0]0)
(2) Isconcemed about
students 0]O0]610)] 0]O10]0]
(3) Believes in the virtue of
hard work 0]0]6]0) 0JOJO]O,
(4) Ishighly committed to
research 01010]0, 0J0]0]0,
(5) HoMshighstandards OQ@QO®@® 0]010]0]
(6) Has integrity 01616010, 0160]0]0;
(7) Respects others 01000, OO
(8) Isdedicat~d to the liberal
arts QOOO® 0]0]0J0
(9) Isateam player 0]6]06]O0, 0]6]0]0,
(10) Isdevoted 1o the
institution 0]10]0]0, 0]6]0]0)
¢. Personality
Characteristics
(1) Is supportive 010]0]0) OOO®
(2) Isunderstanding DORO OOO®
(3) Isopen 0JOIO10] @%@8
(4) Iscandid 0101010 00]0)
(5) Hasasenseofhumor (O@O®Q OOO®
(6) Is personable 0JOJO10) 0101010
(7) Is dedicated 01010]0; OOO®
(8) Is ambitious 0J010]0, 0JOJO]0]
(9) Is competitive 0J0J0]O0, OOO®
(10) Is perseverant 0]O010]0) 0]0]0]0)
7 25



'2. Mostfaculty members have anidea of what an effective administrator is like. Rate both your immediate administrator (e.g., chair/
director, division head) and the next higher level individual (e.g., dean, academic vice president/provost) on each of the following
atributes that can affect your work. Fill in the circle that most closely corresponds to your overall level of satsfaction.

Immediate Next Higher Level
Administrator Administrator
Very satisfactory ~——— Very satisfactory —
Somewhat satisfactory Somewhat satisfactory -——
Somewhat dissatisfactery —-

Very dissatisfactory '
a. Administrative skills (those things the administrator does 10 , |
make the organization function; e.g., communicate with faculty, I

students, alumni; reach and carry through on decisions) 0]0]O010; OREE

b. Values (the core values he or she holds about what is important
in academia, and how to best achieve these goals for students and

Somewhat dissatis{actory
4) l Very dissatisfactory ————

—
al -

(

faculty members) OOOO 0IOIO0
¢. Professionalism (the integrity with which he or she conducts

business; her or his knowledge of and commitment o the institu-

tion; dedication 1o the role of being an effective administrator) 0]0]0]0) Q@CE

d. Experience/Background (knowledge of faculty life; prepara-
tion, formal and informal, as an administrator; educational
credentials; ability to fulfill special requirements such as fundrais-

ing) QOO CEex
¢. Personality (those aspects of her or his demeanor that make it
more or less easy to work with her or him) OOO® QEEE

13. During the current term, how much time are you giving to teaching, scholarship/professional growth, research, and service in
a rypical week? (Teaching is the time spent preparing for ieaching, scheduled classroom and laboratory instruction, grading,
working with students. Scholarship/Professional Growth is the time spent enhancing your knowledge or skill in ways which
may not necessarily result in a concrete product—library work, reading, exploratory inquiries, computer use. Research is the
ume spent in activities that lead to a concrete product—article, report, monograph, book, grant proposal, software development.
Service is the time spent in college/university meetings, community activities, professional association involvements.)

a. Divide your work-time over the four principle activities. First, complete column I by entering the percent of time you give
W each. Then go to column 11 and partition the major activity types into the sub-categories that are shown. For example,
if you had reported teaching as 60% in column I, your three parts in column II might be 20%, 30%, and 10%.

I n
— % (inclass, lab, etc.)
Teaching % / % (preparing for class, grading papers exams, etc.)
\ % (wtoring, in office assistance, academic advising, etc.)
Scholarship/
Professional

Growth

% (funding from outside your institution)

%
Research % <
% (other)

% (intemal. commiuees, administrative duties, counseling, eic.)

Service %

% (external: professional organizations, civic projects, etc.)
Total 100 % .
(continued on next page)
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(continued from previous page)

13. b. Now complese the distribution two more times. First, indicate how you believe your institution wants you to allocate your
effort. Then indicate how you would prefer to distribute your time 10 these four kinds of activities. (In all cases, be sure the

percentage’s total is 100.)
My perception of institutional preference My personal preference

Teaching —_ —_—
Schelarship/

Professional Growth - _
Research — —
Service —— ——
Total 100% 100%

1+, While it is impossible to capture the essence of a faculty
' : endar week, carcer in a few words, sometimes a metaphor can come
¢ ﬂ:z‘pa:‘c;l h?:" are ;v:: reasonably close. Some faculty have founq that what makes
giving 1o the above activities? (hours). m f““&'}‘;m pelsonallg meaningful can be ex-
ina or m or.
Compared to five years ago, is this: : elap . . .
Read the following phrases. First, fill in the circle which
() More? most closely corresponds with what makes being a facully
(D About the same? member personally meaningful for you. Next, fill in the
® Less? circle for the expression which is second closest for you.
d. For your classes this term, Last, fill in the circle for that which is furthest removed from
what is the largest enrollment? you. Mark only one per column.
Sinallest? ____ Th-n‘: t:wlst ret:u:}ved from me —
€ next closes me
Compared to five years ago, is your average class size: The closest io me——————
8 F:g::’;’he , a. Anunending love affair with ideas. 0JOJO,
@ Smaller? ' b. The daily challenge of keeping student o
motivation high. IO
e. How many hours of student assistance ) § ,
2){(2)\2
Compared to five years ago, is this: my' * J,m' )
) d. Being simultaneously a playwright, a
% rt:'t e <ame? director, and a leading actor. 0]O10.
u ?
@) Less? | ¢. The excitement of the unknown, the yet to o
be discovered. .
f. How many hours of clerical assistance I : . v
do you have per week? (If none, enter 0.) f. Fﬁﬂaﬂ;:;g t:e reaction between an idea f;‘\ @ -~
an n N2/ N2
Compared to five years ago, is this:
l 2 g. The challenge of retaining current
8 rl:e:m ) students and attracting new ones. OR)
2 e same?
® LCSS?’ h. The cultivation of an apprentice into a GG
master. D2
g. How many thesis or dissertation ) , . : =
committees are you currently chairing? i. Thecyclical thythm of academic life. 03020,

J- An opportunity to help students make

Serving on? (If none,enter 0.) ____ il : o,
8 a ) significant changes in their lives.

©
O)
©

h. How many comprehensive exam/
orals committees did you chair last year?

Serve on? (If none, enter 0.)

Thank you for taking the time to complete this survey.
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Appendix a (2)
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Administrators’ Views of Faculty at Work:
A Survey of Motivations, Expectations, and Satisfactions

General Directions

. This survey is concemed with your views of full-time arts and science faculty who are teaching
undergraduates. Please keep this in mind when you are responding to questions about classes and instruction.

. The academic disciplines of the faculty with whom we are concemned include: biology, chemistry,
mathematics, English, history, political science, psychology. and sociology. In several questions these ¢ight
disciplines are grouped under three main areas: Natural Sciences (biology, chemistry, mathematics),
Humanities (English, history), and Social Sciences (political science, psychology, sociology).

. The terms teaching, scholarship, research, and service have a range of definitions. For the purpose of this
survey, please use these:

Teaching:  Class preparation, scheduled classroom and laboratory instruction, grading, working with
students.

Research:  Activity that leads to a concrete product (an article, report, monograph, book, grant proposal,
software development).

Scholarship: Professional growth—enhancing knowledge or skills in ways which may not necessarily
result in a concrete product (library work, reading, exploratory inquiries, computer use).

Service: Work in college/university meetings, community activities, professional association
involvements.

. We have tried to design the questionnaire so the greatest number of individuals can respond. Some questions,
however, may be inappropriate for your own situation. Answer all the questions as well as you can from the
peispective of your institution.

. You'll enjoy the questions more if you take each at its most obvious intention and avoid making subtle (even
when valid) distinctions.

Robert T. Blackbum, Project Director
Janet H. Lawrence, Associate Director
Jeffery P. Bieber, Rescarch Assistant
Judith A. Pitney, Research Assistant
Kwang Suk Yoon, Research Assistant

The Center is funded by the University of Michigan and :
the U. S. Department of Education’s Office of Educational Research and Improvemen: -
under OERI grant number GO08690010. *

© 1988 by the Regents oi the University of Michigan for the
National Center for Research w Improve Postsecondary Teaching and l.eaming
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appropriase response.
It does not matter what type of pen or pencil you use.

Response Instructions

If you change your mind or mark the wrong space, crossitout Jif and fill in the space you wish.

Most of the questions below can be answered by simply filling in the circle @ which identifies what you consider the most

1. Faculty implicitly or explicily make some assumptions
about teaching-leaming processes, How concemed do you

think faculty are with the following:
Very highly concerned
Modaerately concemned
Somewhat concerned
Slightly or not comuned-i c.
a. Transmining facts, principles, and
theories of their discipline. 01610]0]
b. Helping students to improve and make !
the most of their roles in society. OO | d
¢. Demonstrating an intellectual, artistic, ' '
or scientific process. 0]010]0;
. Encouraging students’ overall personal
development. 0]0J0J0 e
¢. Enhancing students’ abilities to reason
and communicate their thoughts. 0]0J0J0)
f. Assisting students who demonstrate an
interest in leaming. 010]0J0) {
g. Having sdents advance their socio- )
economic status. COOO®
g
2. Below are several statements about the environment in h.

which faculty work. For each statement, indicate the degree
of truthfulness it has for you by filling in the appropriate
circle .
Very high degree of ruth ——— i
Genenlly true
Generally not true ————
Little or no truth ~— ———— |

Lo
a. My institution’s goals for smdentstend | | | j.
to be more oriented toward careers and | | |
professionalism than toward the liberal | | | |
arts. OO

b. The most highly rewarded faculty k.
members at my institution are those
oriented primarily toward their own
professional accomplishment. DOOO®

4R I 4 U A ) OB ) 0 U NS Th D e B e s
[=%

(continued in next column)

(continued from previous column)

Very high dzgree of quth ———

Generally true
Generally not true
Little or no truth

The support services for teaching (lab
facilities, computers, libraries, clerical
assistance, audio-visual aids, student
assistance, etc.) help faculty teach what
and how they would like.

The support services available at my
institution for scholarship help faculty
conduct the kind of inquines they
desire.

The collegial resources (faculty to
contribute to cach other’s class,
persons with whom to discuss appro-
priate topics) available at my institu-
tion help enrich teaching.

Faculty are encouraged by my institu-
ton to work for the collective good of
their units.

Faculty can trust the administration to
act in good faith for the beerment of
the institution.

Faculty can trust established faculty
groups (e.g., governance committees)
to act in good faith for the betterment
of the institution.

The faculty in this institution are more
committed to teaching than they are to
doing research in their disciplinary
domain.

Some units on this campus receive
more than a fair share when it comes to
the central administration’s allocation
of resources.

An ineffective/unproductive faculty
member at my institution can be
changed into a contributing member of
this organization.

—
1
St

vn )

©
=)

~)

)

©

©
*)

©
®)

@
)

o
®)

)
i~)
(-

(=)
Y

(v)
(*}

=)

{~

te)

(;




3. lnmpmdmglodmemnenumuwenwmnmtmwmchfmntywm please indicate the degree of truthfulness
you believe they have for faculty in the three major disciplinary areas indicated.

Humanities Natural Sciences Social Sciences
(English, history) (biology, chemistry, mathematics) (political science,
psychology, sociology)
Very high degree of truth — Very high degree of truth — Very high degree of truth —
Generally true -————— Generally tue ——————— Generally mue —————
Generally not true Generally not true Generally not true
Little or no truth Little or no truth Litde or no truth

a. Thweullughdeuae

mlhumﬁouuhe
of their curricula. 0]010] OOOO® 01000

b. Aumultofchmgecmdus

disciplinary area in the past

daude.:fuhyhlvehldb

make icant changes

the content of theis courses. O ® O @ 0101010 101010
c. As aresult of changes in this

disciplinary area in the past

decade, faculty have had to

make significant changes in

their teaching methods. QOO QO®O® 0101010

d. Faculty feel pressure from
their colleagues to teach in a
particular way. OOO® 01010]0)] 0l010]0,

¢. Faculty feel pressure from

their institution t0 grade in a

particular way. 0]00]0; OOOO® 0]0]60]0;
f. The faculty in this area are '

more commitied to the

teaching of their discipline

than they are to adding to

their discipline’s knowledge _

base. 0]0J0J0)] OROO® 062010,

y

. The faculty’s preference for how they allocate their time can differ from the administrator’s preferred time allocations.
Expectations can also vary considerably by disciplinary area. First, indicate how you believe the majority of faculty in the three
arcas want to allocate their effort. Then indicate how you, as an administrator, would prefer the faculty, on the average, to
distribute their time.

(Teaching is the time spent preparing for waching, scheduled classroom and laboratory instruction, grading, working with
students. ScholarshipiProfessional Growth is the time spent enhancing your knowledge or skill in ways which may not
necessarily cesult in a concrese product—library work, reading, exploratory inquiries, computer use. Research is the time spent

in activities that lead wamtepmduct—mle mpm.monoulph.book.pmpmponl software development. Service
is the time spent in college/university meetings, community activities, professional association involvements.)

The percentages are 10 total 100.
Your Perception of Faculty Preference for Time Allocation

Humanitites Natural Sciences Social Sciences
Teaching - -
Scholarship/Professional Growth _— - . —_
Research _ —_ —_
Setvice R —_— -
Total 100% 100% 100%
(continued on next page)




(continued from previous page)
Your Preference for Faculty Time Allocation
Humanitites Natural Sciences Social Sciences

Teaching —_— —_— —_—
Scholarship/Professional Growth —_ —_— —_—
Research —_ P —
Service - —_— -
Total 100% 100% 100%

5. Below are some outtomes that depend to varying degreeson | 6. Faculty receive feedback on their work in a variety of

faculty efforts. Fill in the circle that best corresponds to how
much influence you think faculty have on each of the

following:
Substantial influence
Some influence
Minor influence
Really no influence at all —I_]

a. Swdent lufning. 0]0]0]0)
b. Departmental curriculum committee

decisions, L eomm PO
¢. Having something they have written

accepted for publication, 0]60]0J0)]
d. Student career achievements. 0]0J0]0)

¢. The salary increase they will receive
next year. 0]6]0]0]

f. Selecting the next chair of their unit. 0]0]0J0)]
g. Establishing student admissions

requirements. OOO®
h. Obtaining money for travel to profes-

sional association meetings (beyond

standard . itutional allocations). 0J0J0]0)
i. The personal interests they wish o

pursue. 0]6010]0;
j. Setting requirements for graduation. 0J610]0)
k. Selecting the next faculty member o

hired in their unit. 0J6J010,
I Securing resources to maintain ongoing

programs they consider important. 0]0J0]0]
m. Establishing criteria for annual review

of faculty members. 0J0JOJ0)

ways and from different people. Fill in the circle that best

corresponds with the degree of credence you give 10 each
of the following :

A great deal of credence {

Moderate credence ————— |

Some credence ’

!
Little or no credence l |
Never received ! l
a. The unit chair's evaluation of a l ' L
faculty member’s teaching. 0JO]O02010]

b. Colleagues’ (faculty members at
your institution) evaluations of one

another’s teaching. CORCLY
¢. Student responses on teaching

cvaluation forms. 0]610]020.
d. The chair’s or dean’s comments on

an individual’s scholarly activiies,. QOO O
¢. Colleagues’ (faculty members at

your institution) comments on one

another’s scholarly work. 0J0]6J0J0)
f. Alumni comments about the impact

faculty had on them, 0010020
g. The chair's or dean’s comments on

an individual’s service contributions

to the institution. CORLE
h. Peer (external) evaluations of P

faculty scholarship. DAOIOIOR0)
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7. For each statement below, fill in the circle that best 8. Below are sets of words and phrases that faculty have used
expresses your level of agreement. 10 describe the valued faculty members on their campuses.
Strongly L The first set has to do with skills and abilities of these faculty
Tend to m"m members. The second set consists of values and attitudes
Tend to disagree ascribed 10 these people. The third set contains personality
Swongly disagree characteristics respected faculty members are said to pos-

_ sess.

a. ! ‘;”,’:{,;'"’""m‘ students will _l Fill in the circles that best represent the extent to which the
se ) word or phrase characterizes the faculty members you value
(1) think for themselves. 0]0]O]O0] On your CAmpus.

(2) share ideas and work coopera- Highly characteristi
tvely. 0101010  Somewhas characiersic
(3) seek 10 outperform one another. 010]0]0) No:s:‘:umm
@) learn.only wl.mqu“'ll'?d- gg gg o Skilla/Abilities.
22 ':: '"“":e‘:n: ;"”" - matier. (1) Teaches eﬂecﬁ;‘ely 0]0Jol0)
Overw course (2) Keeps abreast of developments in
requirements. OOO®O N the discipline 8888
thec) : (3) Obiains grants
M ::fdm‘ f on their 01010]0) (4) Communicates well 88 8 8
5) Publishe:
(8) be appropriately challenged by §6§ Is orpmszed OEO®
cours: requirements. QOO (7) Works skillfully with students OO
(9) work on their own. oJololo, (8) Responds to requests 0101010
(9) Isan excelient lecturer 0]010]0,
Stongly agret—— (10) Knows how 10 work the system OOOO®
Tt e — | b. Beliefs/Attitudes/Values
Stongly disagree — (1) Ishighly "c;';nmiued to teaching 8 % 8 8
(2) Isconce about students
b. | assume undergraduaieslearn best (3) Believes in the vinue of hard work Q@ @ @
: (4) Is highly committed to research 01010}0;
(1) course content is determined by (5) Holds high standards 0101010
the teacher. 0JOlOJ0, (6) Has integrity 8 %88
: (7) Respects others :
@) the pace is set for the grop by the = 5 (8) Is dedicaed 1o the liberal arts olololo]
) . (9) Isateam player OOOO®
(3) course content is perceived to have (10) 1s devoted o the institution 0]0]0J0;]
immediate relevance to the
students' lives. 0]0]0]0, c. Persoaality Characteristics
(4) course content is determined (1) Is supportive 0]0]O0]0)
cooperatively by students and the (2) Isunderstanding 0101010
teacher. COOE (3) Isopen 01010]0;
(5) conditions are establishd that let (4) Iscandid YOO
students discover new concepts of (5) Hag a sense of humor QOO®
e cco0 | @ Lt 989
(6) competition among students is (8) Isambitious 0101010
fostered. 0JOJOJO (9) Is competitive olololo
(1) stdents progress at their own (10) Is perseverant 0]6]0]0;
pace. 0]0]0]0;
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9. Fill in the circle that most closely indicases how often you

More than 20 times
11.20 times
5-10 times
14 times
Never _l
Attended a visiting lecturer’s j
presentation on campus. QOO
Annddaammwhah:a
facuity member i
chiswak LY DEOO®
Conversed with faculty members
about their research. OOOOO
Antended workshop
S 7 00000
Counseled a faculty member on her
or his teaching. 0]0J610]0]
Counscled a faculty member on her
or his scholarship. OOOO®
Counseled a faculty member on
personal issues (e.g., stress, health,
family, finances). 0]0J6]010,

10. The following questions are about your background. Fill in
the appropriate circle or write the response in the appropri-
ate blanks.

a

List the highest academic degree you have camed, the
institution granting it, the year in which it was
obtained, and your major field of study.

Degree Year

Institution
Major
Current position

c. How many years have you been at

this institution (not including this year)?

(total years)

As an administrator ____ (years)

As a faculty member (years)

How many years have you been at

other colleges and universities? (total years)
As an administrator ___ (years)

As a faculty member ___ (years)

What is your gender?

(® Female @ Male

In what year were you bom? 19_

(continued in next column)

8- Do you currently have an academic appointment?

®Yes ONo

If yes, answer questions h-l.

If no, skip 10 question m.

What is your present rank? (Fill in one only.)

® Instructor ® Lecturer
@ Assistant Professor (@ There are no ranks at

(@ Associate Professor my institution.
© Professor @ Otirer

How many years have you

held your current academic

rank (not including this year)? _____ (years)
What kind of appointment do you now hold? (Fill in
one only.)

(O Regular with tenure @® Visiting

(@ Regular without tenure ® Other

® Yearly term appointment

If not tenured, are you in a tenure track position?
(Leave blank if tenured.)

®Yes @No

As a faculty member, do your interests lie primarily in
teaching or in research?

(® Very heavily in rescarch
@ In both, but leaning toward research
@ In both, but leaning toward teaching
® Very heavily in teaching

. During this academic year, did you teach an

undergraduate course?
®OYes @ONo

During this academic year, were you actively involved
in disciplinary research?

®OYes @No

How fair is your salary in comparison with that of
other administrators at your institution?

(® More than I deserve

@ About as much as | deserve

(® Somewhat less than I deserve

(® Much less than I deserve

®) 1 don’t know.

® I don't care.

How does your salary compare with those of your
colleagues at peer institutions?

( Appreciably higher
(@ Somewhat higher
@ About the same

(© Somewhat lower
® Appreciably lower
® I don't know.

@ I don't care.

(continued on next page)



11.

(continued from previous page)

q. Your race or ethnic group is:

® White/Caucasian

@ Black/Negro/Afro-American

® Native American/American Indian
® Mexican American/Chicano

(® Puerto Rican

® Hispanic

@ Oriental

® Other Asian

® Other

r. Comparing yourself with other college or university
administrators of your age and qualifications, how
successful do you consider yourself in your career?

@ Fairly unsuccessful
© Very unsuccessful
s. In general, how do you feel about this institution?

@® R is a very good place for me.

@ It is a fairly good place for me.
® It is not the place for me.

t. If you were to begin your carcer again, would you still
want 10 be a college or university administrator?

() Definitely yes
@ Probably yes
@ Probably no

(® Definitely no

Academic administrators can have varying levels of
influence on the quality of undergraduate education at
their institutions. For each item listed below, fill in the
circle that identifies to what extcnt you feel you can affect
decisions in that area.

Great deal of influence
Moderate influence _]
Some influence
Linleormi:ﬂumce-————‘ ‘ ‘
a. Curricula 0]OlO0JO]
b. Faculty salaries 0]010]O,
. Supplemental funds for instructional
¢ impeovements 0]0JOJO;
d. Student admissions standards 010]0]0,
s coriee i oYololo
f. Stndent support services (¢.g., loring,
counseling) i 8 0JOJO0]O]
g. Hiring of new faculty OP®O
h. Faculty developmznt 0]0]OJ0;
i. Teaching and classroom facilitics 0]0J0]0]
j. Institutional resource allocation )
prioritics as reflected in the annual
operating budget 0]0]0]0]
8

12. Environmental factors can affect you and your institution.
For each item listed below, fill in the appropriate circle.

a. Compared to five years ago, is your FTE
undergraduate enrollment:
(® More?
@ About the same?
@ Less?
b. Compared to five years ago, is your FTE
undergraduaic enrollment:
(® More part-time?
@ Less part-time?
® About the same?

c. Compared (0 five years ago, is your undergraduate
student body:
® Oider?
® Younger?
® About the same?

d. Compared o five years ago, arc your undergraduate
students :
® More well-prepared?

@ Less well-prepared?
(@ About the same?

¢. How would you describe the constraints on your
institution's resources?

f. How would you describe the morale of the Humanities
faculty st your institution?

® Generally high
(@ Uneven
@ Generally low

g. How would you describe the morale of the Natural
Science faculty at your institution?

® Generally high
@ Uneven
(® Genenlly low

h. How would you describe the morale of the Social
Science faculty st your institution?
(© Genenally high
@ Uneven
@ Generally low

i. Is your faculty unionized?
®Yes @No
If »o, skip 10 question k.
j. If yes, bow has having a unionized faculty affected
your job? _
® My job is casier now.
(® My job is more difficult now.
® & has not changed the difficuity level of my job.

(comtinued on next page)
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(continued from previous page)

k. How do you feel faculty salaries at your institution
compare with those at your peer institutions?
() Faculty salarios heve are less.

" (@ Faculty salaries here are about the same.
® Faculty salaries here are higher.

13. Most academic administrators have an idea of what an effective administrator is like. In column I rank order the characteristics
in terms of how much you believe they contribute 10 an administrator’s effectiveness. Assign "5" to the most important

characeeristic.

In column II rank order the characteristics according to what you consider to be your personal strengths as an administrator.

Assign "S" to your greatest strength.

I 1 §
Effective Administrator Personal Strengths
Most important Great strength —— ————
Very important ———— Moderate strength —— !
Somewhat important — Little srength —
Slightly important ——— Some weakness P
Not important — Major weakness — }

a. Administrative skills (those things the I .
administrator does to make the |
organization function; ¢.g., communi- ' I
cate with faculty, studer:s, alumni; ' |
reach and carry through on decisions) 010JO10]0] CROOO®

b. Values (the core values he or she holds
about what is important in academia,
and how (0 best achieve these goals for
students and faculty members) OOOOO CROCE

c. Professionulism (the integrity with
which he or she conducts business; her
or his knowledge of and commitment
to the institution; dedication to the role
of being an effective administrator) 016160]0]0. 0]0]0]010,

d.. Experience/Background (knowledge
of faculty life; preparation, formal and
informal, as an administrator; educa-
tional credentials; ability to fi fill
special requirements such as fund-
raising) 0]601600J0; COOO®O

¢. Personality (those aspects of her or his
demeanor that make it more or less

easy to work with her or him) OOOO® 0]OJOI0X0)

Thank you for taking the time to complete this survey.

»
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The Faculty at Work Survey instrument:

Test-Retest Coefficients and the National Faculty Surveys
Abstract

This paper examines the statistical reliability of items in a national faculty
survey, explains differences in reliability among items and item types, identifies
variables and constructs generally assumed to be stable (but which the data
suggest is not the case), and discusseé the implications drawn from national

surveys when rstest reliability has not been assessed.

While all but a few items achieve staustically significant retest correlation
coefficients, the range is large. In general, items requesting behavior information
attain the highest rg's, those dealing with beliefs more moderate values, and
those requiring perceptions the lowest. One needs seriously to consider policy
recommendations based on some survey data and to require future national
survey researchers to retest their instruments so that scholarship can advance

with confidence in what are established truths.
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The Faculty at Work Survey Instrument:
Test-R fficients and the National Facul rveys

In ion/QObjectiv

Large-scale survey data on faculty have been available since the 1960's.
The surveys have been used as the bases for further academic research, theory
modelling, and educational policy. The information collected is used frequently to
predict faculty behaviors. Descriptive statistics have influenced federal and state
governments in their allocation of resources. Their cumulative impact on theory
and practice of, for example, government policy decisions based on these data

has been and continues to be powertful.

All such use of survey data, of course, is based on several implicit
assumptions, including accuracy of the data collection and reporting, honesty on
the part of survey respondents, and the statistical reliability of the data colliected.
Of the above, reliability is the least documented characteristic. If the survey data
are not statistically reliable, that is, if they represent only a "snapshot” of time
rather than faculty characteristics that remain stable for longer periods, then the
underlying rationale of, and evidence for, many educational policies and theories

become suspect.

The accuracy and honesty issues have been established for faculty.
Three independent studies have verified that facuity report with a high degree of
accuracy and integrity their behaviors (e.g., articles published) and facts about
themselves (e.g., highest degree). (See Allison & Stewart (1974), Blackburn,
Boberg, O'Connell, & Pellino (1980), and Clark & Centra (1985).) There is no
avidence that retest reliability exists for any of the other 15 national surveys of

faculty (Bentley, Blackburn, & Bieber, 1990).
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The reliébility issue, however, is another matter. As Robinson,
Athanasiou, and Head (1969:9-10) pointed out sometime ago, with lamentable
carry over truth through this day:

One of the most unfortunately ambiguous terms in psychometry is

‘reliability.’ There are at least three major entities to which the term can

refer: (1) the correlation between the same person's score on the same

items at two separate points in time; (2) the correlation between two
citferent sets of items at the same time . . .; and (3) the correlation
between the scale items for all people who answer the iiems The latter
two indices refer to the intemal structure or homogeneity of the scale items

. . . while the former indicates stability of a person's item responses over

time. It is unfortunate that the test-retest incex, which requires more effort

and sophistication on the part of the scale developer, is available for so
few instruments in the literature. While the test-retest reliability level may
be approximately estimated from indice§ of homogenaity, there is no
substitute for the actual test-retest data.

The objectives of this research are: (1) to examine the statistical reliability
of critical variables in our national faculty survey; (2) to explain differences in
reliability among items and item types (variables); (3) to identify those variables
and constructs generally assumed to be stable that our data suggest are not; and
(4) to examine the implications of these findings for national faculty surveys

where retest reliability has not been assessed.

The Data

The reliability analysis was performed on data from a national survey
conducted by the National Center for Research to Improve Teaching and
Learning (NCRIPTAL). The survey, Faculty at Work, is a stratified random
sample of faculty from eight disciplines in nine Carnegie Institutional

1
Classifications (1987). The survey was administered from November. 1988

1. Robinson’'s (1991) significantly revised version (with new collaborators Shaver
and Wrightsman) of this book more than two decades later carries the identical
words.

4
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through January, 1988. Fifty-four percent (54%) of the target respondents

completec the survey, giving a final n=3,972.

Methodol

Random samples of 50 respondents for selected item sets were sent a
single page photocopy of our questionnaire. By way of illustration, 50 facuity
were sent p. 1, section 1, items 1-20. Another 50 faculty were sent section 2,
items a-m, and so on. They received our request somewhere between 6 and 10
weeks of returning the full questionnaire to us. All were mailed at the same time,
the difference in elapsed time being a consequence of whether they were an
early or late returner of the original questionnaire (thus 10 and 6 weeks,

raspectively).

Each retest page was accompanied by a personal letter to the respondent
requesting help and explaining the purpose of the reliability study. (See
Appendix A.) There was no follow up. About 40 faculty for each question set
responded to our request for a robust 80% response rate and adequate N's for

each section to run correlation coefficients.2

Straight-forward Pearson r's and non-parametric correlations were run.
On average, there are no overall differences between the two measures aithough
there are on some items. Since skewness reduces variance, which in turn
attenuates parametric correlations, non-parametric correlations are more
appropriate for skewed distributions. Since moderate to extreme skewness

occurs frequently enough in our data, we report the non-parametric r's. There

2. The range was from 31 to 47. R's greater than .25 are significant at p < .05
for N = 31. Thus nearly all correlations are "statistically significant,” even when
low. Since one would expect relationship as a matter of course in a reliability
study, statistical significance is not the most useful criterion in this context.



was no recoding (8.g., grouping Strongly Agrees with Disagree and Disagrees

with Strongly Disagree to have a dichotomous variable).3

"Of all the statistical measures that social scientists use for their rasearch,
the one that is most difficult to interpret is the sample correlation coefficient
(Marascuilo & Serlin, 1988:87)."

Reliability anz'ysis adds ancther level of difficulty to the one identified by
Marascuilo and Serlin. Correlation coefficients measure patterns of association
rather than absolute correspondence. While this violation of the assumptions of
correlation analysis consistently iead to the attenuation of the correlation
measure, violations of the conceptual underpinnings of reliability testing may

underestimate or overestimate the degree of association.4

Apart from assumption violations, correlations may mis-state the
relaticnship between test and retest in one primary way: Suppose al!
respondents record a comparably higher score on the retest than on the first
administration. The resulting correlation coefficient may be neary perfect, yet no
one respondent answered the same question the same way both times. In order
to rule out this phenomenon, we performed percent-agreement and absolute
value-change (difference score) calculations on our data, checking for the
absolute degree and direction of item-value agreement between test and retest.

The results display no apparent patterns of agreement, suggesting that no such

3. We did experimant with recoding for some item sets when it sesemed to make
sense to group responses (such as just mentioned). While tnis sometir-as led to
an individual item achieving a higher coefficient, in every case the ove. 4ll
average correlation for a set of items was lower, as would be expected from the
overall reduction in variance.

4. For an excellent and more detailed treatment of this problem in sociai science
research, see Weissberg and Joslyn, 1977,
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phenomena confound our analyses. Since no pattem could be discerned, we do

not report these results.

In this light, higher correlations can be interpreted to say that respondents
strongly agreeing with an item statement at the time of initial survey tended to
agree or strongly agree when aéked again 40 to 70 days later. Likewise, those
strongly disagreeing alsc tended to remain consistent on the higher reliability
items. Lower correlation items display few, conflicting, or no such consistent

patterns of response.

Appendix A contains the instrument with the retest coefficients typed along
side of the items. The results reported below follow the order of the
questionnaire, their sequence in the survey instrument having been selected so
as attract respondent attention (rather than in an order that reflects the

conceptual mode! on which the instrument was built..

Results

Each section begins with a brief rationale for its inciusion. Then we point

out highlights.
Section 1. On the Work Environment

Social-psychologists have recognized the important role that the
environment plays in how people view the world of work. More specifically, the
perceptions that individuals have of their environment can influence their
behaviors. This set of questions is aimed at understanding how faculty perceive

varnious aspects of their work environment.

g
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In general, respondents’ beliefs about the work environment remained
constant over time. Items concerning changes in the faculty member's discipline
(1.b and 1.h) and support for teaching and scholarship (1.d and 1.e) tended to be
more weakly correlated. One item (1.i)--being encouraged by the institution to
work for the collective good of the department--was a low rg = .26. Faculty may
be perceiving different messages at different points in time. Another item (1.s)--
the effects of teaching underprepared students on my teaching--was even lower
(rg =.23). Inour interviews, faculty often seemed to view "underprepared” as a
code-word for "minonty student.,” Faculty may not wish to adriit that they do not
want to teach minority students, even on a confidential questionnaire. How they
will respond to such a questicn at different points in time understandably will
vary. Maybe this issus is such a sensitive one that faculty equivocation is

unavoidable (at least currently).
Section 2. Self-efficacy

Theory and some research (but not on college and university faculty)
assert that people selectively engage in activities in which they believe their
performance makes a difference, that what they do influences the outcomes.
Said another way, when facuity believe that what they do matters, they are
motivated to act. This set of questions is designed to estimate a faculty
member's self-efficacy with regard to impact on student learning and organization

decisions that can effect the context in which they teach.

In the main, the correlations ! perceptual items in this group are
appreciably lower than those for belief items. How n:uch | arn able to affect
outcomes that matter to me (e.g., item 2.1, securing resources to maintain

ongoing programs | consider important) has a test-retest correlation of oniy rg

4.



=.33. (See the discussion section for an anélysis of the overall differences in

reliabilities between behavior, beliefs, and perceptions.)
Section 3. Teaching behaviors

The teaching process takes many shapes and forms. This section is
aimed at determining the types of activities that faculty utilize in their teaching.
The activities listed in the questionnaire are those that the literature say effective

teachers use.

Overall, these are moderate 1o high comrelations, from rg = .44 to rg = .73.

They report what faculty say they do when they are teaching.
Section 4. Scholarly Activities

Perhaps the least studied activity in which faculty engage is their
scholarship role. "Scholarly” research is that undertaken with no intention of
publishing a book or article but for the benefit of the individual faculty member.
This type of scholarship can also be considered "self-improvement.” Since a
published product is not the outcome of this type of research, insights gained by
faculty members through this type of inquiry tend to make their way into the
classroom through a revised reading list for a course, a modified lecture, a

different focus for = discussion session, and the like.

This set has moderate correlations. The average coefficient is .66. They
are behaviors--how many times | did specific kinds of things. The high
correiation is intuitively sensible--behaviors are much more readily quantified
than feelings or perceptions, and therefore more likely to be reproduced

accurately.



Section 5. Research

In contrast to scholarship, research is the activity in which faculty engage
with the intantion that an actual product will result (e.g., an article, a book).
Myriad factors influence faculty research productivity. These include teaching
loads, financial support, institutional reward structures, personal preferences, and

believed competence.

This set is also behaviors—-how many times the respondent published,
made conferance presentations, etc. --and all but one have high coefficients.
The exception--Editing the proceedings of a professional meeting--was a low rg =

.20. We have no e.;planation for this unsatisfactory reliability.
Section 6. Campus Service

This component asked faculty how often they engage in certain campus
service activities (e.g., committee work). Like the area of scholarship, there has
been very little work done in this domain even though it is an acknowledged

faculty responsibility.

As with "Scholarly Activities,” reporting direct behaviors produces

respectable correlation coefficients. They range from rg = .56 to rg = .79.

Section 7. Beliefs about Instruction

The beliefs and assumptions faculty make about the teaching-learning
process influence virtually every aspect of the process: choosing texts/readings,
class structure/format, style of lecturing and leaing discussions, assignments,
and so on. Such beliefs may also guide administrative decisions about academic

issues.
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Here there is more variation, from high correlations (rg's = .78 and .77) to
rg = .22 (assisting students who demonstrate an interest in leaming). The last
dumbfounds us. One would think every faculty member would want to work with
students who want to learn. The typical faculty complaint is that they have too
many students who show nc interest. There must be two or more different ways
faculty interpreted this item. Maybe faculty feel they do not need to be concerned
about those students who are already interested but they are concerned about

those who show no interest.
8. Demographics

This wide assortment of personal information and expressions about their
careers were not retested. As documented earlier, faculty accurately report
personal information about themselves. One piece of internal evidence is that
Question cc, an open ended question that asked "how many of your professional
writings have been published or accepted for publication in the /ast two years?"
correlates 0.78 with question 5k (in another section of the questionnaire) that
asked for similar information, but in a slightly different format. That item asked on
a scale from "never,” "1-2 times," "3-4 times," "5-10 times," "more than 10 times'

how frequently you have "published scholarly articles" during the prior two years.
9. Credence to Feedback

While it is generally understood that receiving feedback on one's
performance is critical to improvement, it is not the case that feedback from
different sources is given the same amount of credence. Faculty consciously

choose to heed feedback from some sources and not from others.



This section identifies which sources of feedback faculty give the most
credence. These items ask faculty to make assessments of how they rate the
importance of the opinions of others who assess their performance. As with
other non-behavio: items, the correlations are lowaer, but acceptable, the
exception being item 9.b--a colleague’s evaluation of my teaching (rg = .13).
Apparently, collegial evaluations vary dramatically as an influence on faculty over
even the short term. This is perhaps unsurprising given the increasingly

competitive, externally-oriented nature of faculty life.
10a. Beliefs about student's -- Expectations

Faculty hold many beliefs about students. These beliefs are often played
out in various forms. One form is expectations. Expectations faculty hold with
regard to students can influence faculty behavior in the classroom. This section

poses the basic question: "What is it that faculty generally expect of students?”

These are modest coefficients--neither extremely high nor unusually low.
They range from rg = .23 (item 10.2.8) torg = .58 (item 10.a.3). We are
surprised that faculty beliefs about students and the relationship of students’

leaming styles to their courses are not more stable than they proved to be.
10b. Assumptions about Classroom Learning Conditions

The case for this section stands on the same grounds as section 10b

above.

These coefficients are about the same as those for the beliefs about
students--average, although the range is greater. The lowest corelation was
about establishing conditions that let students discover new concepts or

principles (item 10.b.5; rg = .33).

g,
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Section 11. Characteristics of Valued Faculty Members

Faculty, like other professionals, have a sense of their own skills, beliefs,
and personality characteristics. Thay are able to assess their strong points and
weak points. That is, they are able to assess their own level of competence on a

number of their job requirements.

They are also able to look at those with whom they work and discern
which individuals are more highly regarded by the organization. There are
organizational prototypes of the valued faculty member, people who are an

embodiment of the institutional norms.

This set of quastions asks faculty member to consider the valued faculty
member on their campuses and assess how characteristic various skills, beliefs,
and personality traits are of such an individual. The respondents are also asked
how they personally "measure up” to this ideal faculty member. Last, faculty are
asked to report how difficult the speciiic skill areas are for them.

Section 11 has 70 items. They are divided on two dimensions, the first
being three major groups of 10 items each. This first cut divides faculty skills
(e.g., teaching, obtaining grants, etc.) faculty beliefs/attitudes/values (e.g., hard
work is virtuous), and faculty personality characteristics (e.g., ambitious,
competitive).

The second dimension addresses the complexity of perspective each
faculty member hoids. Thus, each respondent was asked to answer some or all
of the 30 items described above from three different perspectives: how
characteristic such a trait is of a valued faculty member on the respondent's
campus; how they would rate themselves on the trait; and (for the skill items only)

how difficult they themselves found the particular skill to perform.
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11-l. The Valued Faculty Member

Coefficients for skills were modest to high (obtains grants, item 11.1.a.3
has rg = .86). Beliefs/attitudes/values were also high (respects others, item
11.1.b.7 has rg = .88), but beligves in the vi f hard work (item 11.1.b.3) has a
correlation of rg = .41. The coefficients for personality characteristics were

slightly lower.
11-ll. Self-competence

Self-comretence is a view of oneself as able to succeed at tasks and in
roles that affect the goals one has. The coefficients or the skills faculty say they
possess are reasonably high. For example, "publishes” (item 11.1l.a.5) has rg =
.81. Howaever, their own beliefs/attitudes/values are somewhat more variable.
Beligves in the virtue of hard work is lower (item 11.11.b.3; rg = .41) and so is
respacts othars (item 11.11.b.7; rg = .22). We do not know why. Coefficients for

personality characteristics are adequate but not as high as anticipated.
11-lli. Difficulty of Competencies

These are generally high. The average is rg = .58. Faculty tend to have a

clear and consistent awareness of their areas of weakness or challenge.
12. Assessment of Administrators

This section asks the respondent to consider and then rate her/his
immediate administrator and the next higher level administrator along various
dimensions that are associated with effective administration and management.

The set of questions is designed to elicit faculty responses about the quality of

I



administrative leadership on their campuses as a key environmental factor that

could affected their behavior.

We either overlooked this set of five questions or lost the responses. We
do not have retest data. While we regret this omission, these data did not prove
valuable. Faculty did not differentiate between the different characteristics 'of
their administrators. They either liked them or the opposite. There was but a

single factor and it did not relate to outcome variables.
13a. Percent Effort Given to the Academic Roles

How faculty allocate their work effort is a reflection of not only their
personal interests and desires but also of their understanding of their institution's
reward structure. To the extent there is a discrepancy between the two, tension
may exist for faculty with regard to what they may prefer to do and how they

actually allocate their time.

The average for this set is rg = .77--the highest of the item-set average
correlations. They are reports of behaviors and have been important outcome

vanables for us in the analyses we have made.

Our research has used only column *1," the gross breakdown of time
between teaching, scholarship, research, and service. We know from the
inaccurate and out-of-range responses of column "lI" (the finer distinctions of
time within categories like “teaching") that respondents became confused by the

instructions. Consequently, we have not used these data.
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13b. Perceptions of the Environment and Personal Preference

The first of these is an investigation of institutional signals faculty have
analyzed and judged. Of all perceptual items, these are clearly the most reliable.
Apparently faculty hold a consistent interpretation of what the administration

wants when it comes to their allocation of effort to the various roles.

The personal preference for roles (the other half of 13b) reflects faculty
interest in engaging in different kinds of activities. These high coefficients show
that faculty preferences are highly consistent, at least in the short run. How
respondents wanted to allocated their work effort yesterday is generally how they

want to do so today.
Section 14. Metaphors

This section called for atypical responses, one not amenable to reliability

analysis. Hence no retest was done on this section.

Summary & Discussion

Correlations range from highs in the neighborhood of r=.95 to iows of
r=.13, with percent agreement showing comparable variations. Ali correlations

were positive.

To the degree that there is a pattern in the coefficients between sections
of the instrument, items that call for behaviors (classroom teaching activities,
publications) are the most reliable. Beliefs about ongoing matters (goals for
students, self competencies) are next. Coefficients for items where the
respondents pass judgement on their ability to influence outcomes either for
students or for themselves, or whether the conditions of wo;k are good or bad,

are lowest. This is the domain that touches on faculty work and career

e
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satisfaction, a point we return to in looking at the implications of these findings.
(There were some anomalous results, some attributable to ambiguous wording of

the survey question, but others still mystifying as we pointed out above.s)

Certain Faculty at Work questionnaire items conform to items asked on
prior national surveys, while others are associated but not identically worded.
For example, faculty were asked to agree strongly --> disagree strongly with the
statement “the collegial resources (faculty to contribute to my class, persons with
whom | can discuss appropriate topics) available at my institution help enrich my
teaching.” This item paraphrases a question regarding the intellectual life of the
faculty person's unit that is present on most of the national faculty surveys. Our
test-retest coefficient of r=.64 is neither extraordinarily low nor particularly high,
suggesting that the reliability of such data may not be as high as previously
assumed. A similar example is "My unit's colleagues know my specialty well

enough to assist and cnitically review my scholarly work," with r=.52

Measures such as self-efficacy and self-competence are highly contextual.
A person's assessment of how the world is treating her or him changes as the
work climate fluctuates even from day to day. A respondent can feel positive (|
influenced the decision to hire Jones rather than Smith) and competent (my
manuscript was accepted for publication) one week, but a month later self
assessment changes when respondents’ colleagues did not approve her or his
new course and/or a paper proposal was rejected. The reverse process is also
possible. It is not surprising, then, that facuities' views of their ability to influence
outcomes for others and themselves may change from day to day as they

experience day to day successes and failures, victories and defeats.

5. There are a few items where the low correlation coefficient simply is not
explainable. There must be a real flaw in the wording we did not catch.

F-,-\
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At the same time, we point out that the high reliabilities achieved by our
outcome variables (e.g., effort given to the different taculty roles) provide
confidence in the research we have presented and publishect In addition, our
research analyses more often than not use collectioris of items (that is, factors)
rather than individual items as predictors. The Cronbach alphas for our factors

have been consistently high--.7, .8, and higher.

Turning to the relationship of our instrumant to those used in other national
faculty surveys, none has ever reported test-retest reliab’lities. (See Bentley &
Blackbum (1991) for a report on the 15 national faculty surveys.) Their technical
reports are silent on the matter. One assumes that they were never conducted.
Consequently, there is nothing with which to compare our findings. The most
reasonable assumption is that theirs would be much like ours, at best. We tend
to believe ours are more likely to be reliable than the other efforts because of the
pretesting we did. Aiso, our questionnaire language was that given to us by

faculty during our interviews with them. We spoke to them in their vernacular.’

Implications

Quaestions regarding facuity satisfaction tend to have policy implications.

Unsatistied workers are expected to underperform and so changes are called for.

6. A list of research conference papers and articles are in Appendix B.

7. Of course it may be that using faculty argot--knows how to work the system
was an item characterizing the valued faculty member--introduced fuzziness that
led to lower test retest reliability correlations for certain items. However, we
believe that the overali effect on using faculty terms on the survey's reliability was
positive,



Yet it is precisely these kinds of items that have low retest reliability and whose

respenses fluctuate the most from day to day.8

Ernest Boyer (1987 :xviii), President of the Carnegie Foundation for the
Advancement of Teaching, concludes from his 1984 faculty survey that faculty
loyalty to and support for their institution has decned. Should administrators
initiate actions to strengthen these weaken ties on the basis of these

questionnaire responses?

Should administrators construct strategies to increase faculty morale
since it was reported on the same survey to be lower today than five years ago
(Clark, 1987:221)?

Is faculty work life as miserable as Bowen and Schuster (1986) claim?°
Will talented students not opt for a faculty career? What should be done about

the future supply of faculty for the next generation of academics? Should the

government underwrite Ph.D. training, as Bowen and Schuster recommend (pp.

274-281)? Answers to these questions based on prior faculty survey resuits may

be questionable at bast.

What confidence should one have in the decisions that have been made
regarding these issues? Right now the answer should be "uncertain.” If the data

dealt with behaviors, one can be more confident than if the information came

8. A literature search for research articles where taculty satisfaction was a
dependent variable produced a host of articles. However, not a single one had
retest reliability on their instruments.

9. "Wae have concluded that the professoriate is imperiled.
.. . an insidious deterioration of the quality of faculty life has taken placs. (page
268)"

17
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from questions that depended upon respondent beiiefs and/or perceptions of the

world about them, their span of control, and what their quality of life is.

The highly contextual, and thus rapidly changing, nature of faculty
response to the NCRIPTAL survey instrument has strong implications for both
the field of faculty development research and the use of data from this and other
such naticnal surveys. In particular predictive models of facuity behavior may be
at risk, since a high r-squared value obtained from an unreliable predictor
variable is in fact spurious. In the absence of concrete data on reliability,
researchers must be extremely careful to select only those types of variables that
have been shown to tend toward .eliability; otherwise they risk useless results. It
is clear from the results of this inquiry that retest reliabilities should be a required

component of any future survey rasearch.

il
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Faculty at Work: A Survey of
Motivations, Expectations, and Satisfactions

General Directions

. This survey is concemed with your teaching of undergraduates (even if you do not happen to be teaching

undergraduates this term). Keep this in mind when you are responding to questions about classes and
instruction.

. Several questions deal with your immediate area of work. In many institutions that will be a department; in

others it can be a division; in still others it could be a center or other organization. Because of the diverse
possibilities, we have used the term unit as a generic term for all the organizational labels that exist. Simply
read in your own situation when you see the word unit.

. The terms teaching, scholarship, research, and service have a range of definitions. For the purpose of this

survey, please use these:

Teaching:  Class preparation, scheduled classroom and laboratory instruction, grading, working with
students in your office.

Research:  Activity that leads to a concrete product (an article, report, monograph, book, grant proposal.
software development).

Scholarship: Professional growth—enhancing your knowiedge or skill in ways which may not necessarily
result in a concrete product (library work, reading, exploratory inquiries, computer use).

Service: . Work in college/university meetings, community activities, professional association
involvements.

. We have tried to design the questionnaire so the greatest number of individuals can respond. Some qucstions,

however, may be inappropriate for your own situation. Answer all the questions as well as you can.

. You'll enjoy the questions more if you take each at its most obvious intention and avoid making subtle (even

when valid) distinctions.

Robern T. Blackbumn, Project Director
Janet H. Lawrence, Associate Director
Virginia Polk Okoloko, Research Associate
Jeffery P. Bieber, Research Assistant
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(I.D. Number will be printed here]

Response Instructions

Most of the questions below can be answered by simply filling in the circle @ which identifies what you consider the most
appropriate response.

It does not matter what type of pen or pencil you use.

If you change your mind or mark the wrong space, cross itout i and fill in the space you wish.

1. Below are seversl statements about the environment in (continued from previous column)

which you work. They can affect your ability to do what is

expectad and/or achieve your goals. For each statement, Non- Very high degree of quth ———
indicate the degree of truthfulness it has for you by filling in |parAsaTRIC Genenally true -
the appropriate circic . r _ Genenlly not true ,

Non- Genarally trus 67 j. [feel pressure from my colleagues wo Lo
PARAMETRIC Generally not true teach in a particular way. 0]0J0]0)
r Little or no wruth T
. , 63 k. I feel pressure from my institution to

.71 a. My institution’s goals for students tend grade in a particular way. O
0 be more oriented toward careers and . :

Pl ; 62 L Aclass with a wide range of student
professionalism than toward the liberal . abilities is most difficult for mé o
ans. oJolelo iy 05E 3

.56 b. Asaresult of changes in my discipline L N
n th pas dcade,  have had 10 make T et n good fih for the beserment
significant changes in my teaching . WO e
methods. OO l:”:mmmn.uubl'hedf*lt vews

S5 ¢. The most highly rewarded faculty 60 n. : ”: :‘y(::"":::m': com:ilt‘mzs)
members at my institution are those 10 act in good faith for the betterment
““""‘.’l’""""’ly "”"""' their of the instimtion DG
prof ishment. oo 70 The faculty i ; ] ~

. . ) o. ty in my unif are more
41 d. 2;’ Support services for weaching (1ab committed 1o the teaching of their
ilities, computers, libraries, clerical e .
X io-visual 2ids. stden discipline than they are to adding to
assisance, audio- » Student their discipline's knowledge base. (™7 5 =
assistance, etc.) help me teach what NN
and how [ would like. 010]0]0) 83 p Thefaculty@nﬂ:isinsdmgz‘onare

S e Themppon services available at my wmmd;ﬁw mch’x‘ng m
institytion for my scholarship help me disciplinary domain. OO D
conduct the kind of inquiry I desire. OROO s call =~

65 f The uc;g‘uenzinl mlau. (faculty o 49 q :gc‘.‘m“':y’:e"l'l ‘;"g‘u“;’h?‘” T nd
con to my class, persons wi s . assist ,
whom I can discuss appropriate topics) critically review my mmy vok. 0RO
available at my institution help enrich 61 r. A classcomposed primarily of
my teaching. 0]01010) underprepared students negatively o

68 g Thereisahigh degree of agreement affects my teaching. EENCICIOIO
among my unit’s colleagues about the 48 s. Some units on this campus receive
content of our curriculum. 0JO10]0) more than u:u fair share when it comes

, - the central administration’s

.62 h. Asaresult of changes in my discipline 1o the ¢ ~
in the past decade, I have had to make allocanon of resources. D000
significant changes in the content of .56 L An ineffective/unproductive col-
my courses. OCOO0® lcm.my msum:u?nbuc';anbe "

.26 i. lam encouraged by my institution 0 clanged nto a contributing member P~
work for the collective good of my of this organization, CEEr
unit 0]JOJO10),

(continued in next column)
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2. A faculty member's activities may influence what happens (continued fram previous column)
to others as well as to herself or himseif. Below are some
outcomes that depend to varying degrees on your efforts. Very often ——
Fill in the circle that best coeresponds to how much influence Often =———
you think you have on each of the following. Occasionally —
Seldom———
, Substantial influence Rarely
Non- Soma influence Non-
PARAMETRIC Minor mﬂm PARAMETRIC D
r Really no influence at all-| ¢ .
S50  a Smdent leamning. OA@@® | 47 d Require annotated bibliographies i ,
. ; or documented labaratory reports
61  b. Deparumental curriculum commitee e for your o \ ®®OCu
60 c. Having something you have written .73 e Design research intemship experi-
,mp,:d for Nblgtm,,im 0101010, ences for your students. OOOECD
cat'w ' | 0]C1O10] the stadents' major o
.71 e. The salary increase you will receive 06 reports 0]0]0J0JO)
next s .
yeu . , 0 65 §. Have students conduct on-line
49 f. The next chair of your unit. 0JCJO]C) searches for their research projects. O D O O O
requirements. 0JC1O]0; your class. OOOCD
31 h. Obtaining money for travel lo profes- 41 i Supervise trials. N 0]010]0%0!
sional association meetings (beyond
standard institutional allocations). 0JOJO]O0,
48 i. The personal interests you wish (o
pursue. 0J6JO]0] : : L
. . . _ 4. Fill in the circle that most closely indicates how often you
48  j. Setting requirements for graduation. 0]O1O]0;] have done the following during the /ast year.
.77 k. The next faculty member hired in your More than 10 times ——
anit olelelc 510 times
. A . 3.4 times =
33 1. Securing resources to maintain ongoing 1-2 6 i
programs that you consider important. O Q@ QO ® Never ames ‘ ‘ , j
36  m. Establishing criteria for annual review 73 a2 Amended a visitin . 1 ‘
. g lecturer’s |
of faculty members. ©0JOJ0]0] presentation on campus. 0JOIOJ0N0
44 b. Presented your ongoing work on .
campus. 0l0JOJI0XO
. . guest local radio
3. Consider a basic introductory course you teach on a regular 31 c a?cvvfg;:uuon ona m@@oc O)
basis. Fill in the response which comresponds 0 how )
frequcndy you do each of the following. 67 d. Auended a campus se!mnar Whﬂ? a
colieague was presenting her or his
Often l '
Occunomm i .71 e. Had informal conversations about
Seldom —— | ‘ | research with colleagues at profes-
Rarely —— i | | | sional meetings. QOOT
60  a. Require use of a writing style ] | ! g | 74 f. Auended a campus workshop on "
manual, proper lab report format, EEEN teaching. 0JOJOI0N0
ete. OJOLOJCJOREET: g. Had telephone conversations with
46  b. Deveiop new course or lab matenials collcagucs o discuss your scholarly ~
(e.g., self-instruction package, activilies. 0JOJOI0N0
original experiment). QOO 72 h. Gone off-campus (o attend 2
43 ¢. Supervise independent study meeting on the teaching of your
programs. QOO | discipline. CRAGY

(continued in next column) ( ‘
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5. Fill i the circle that most closely indicates how frequently
you have done cach of the fcilowing during the prior two
years.

More than 10 times ——
! 5-10 times :
iON- 34 times
PARAMETRIC 1-2 times
r Raover
91 a Submitted an article for publication
in an academic or professional |
jourral, QOOO®
81 b. Made a presentation & a profi
sonsl conference. . QQQQ®
63 c. Written for the popular press. '010]01010]
.78 d. Published chapters in a book. OCORO®
31 e. Reviewed articles for a professional
journal, 0]0]610]0]
61 f. Organized a professional meetingg. OO R
20 g. Edited the proceedings of a profes-
sional meeting. 0]0]0]0]0;]
90 h. Submitted a research proposal to a
govemmental or private agency. VDOOOO®
i. Written a research report for an
agency, institution, orothergroup. O Q@OQPO®
70 j. Served on an editorial board of a
journal, OOOO®
82 k. Published scholarly articles. OCOOO®

65
719

38

56

6. Consider the past five academic years. Fill in the circle that

indicates how many times you have done each of the follow-
ing.

More than 10 times
5-10 times
23-4timu
1-2 times
Never———, !
a. Team waught aclass. 0]0J6]0]O;
b. Participated in campus-wide
committees dealing with major
issues. COOO®
¢. Chaired a campus or unit commit-
tee. OCROO®
d. Played a role in your unit’s curricu-
lum revision. 016161010
¢. Conducted a study 10 help solve a
unit problem. OOOO®

7. Faculty implicitly or explicitly make some assumptions
about teaching-learning processes. Use the scale below 0
fill in the blank in the senisnce “As a teacher, I am

with...”

Very highly concerned -—
Non- Modaerately concemned —
PARAMETRIC Somewhat concemned ——
r Slightly or not concerned~

As a teacher,] am

with:

a tsnsmitting facts, principles, and

theories of my discipline,

helping students to improve and make

the mast of their roles in society.

demonstrating an intellectual, artistic,

or scientific process.

encouraging saadents’ overall personal

development.

. enhancing students’ abilities to reason
and communicate their thoughts.

. assisting students who demonstrate an
interest in leaming.

. having students advance their socio-
¢CONOMIC status.

¢
H

-
78 g
O,

©

®C

@
©

58 b
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©
)
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©

)
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Q)
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@

=
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©

Q)
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O
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8. The following questions are about your background. Fill in
the appropriate circle or write the response i the appropri-
awe blanks, (If you havea joint appointment, answer from the
perspective of the academic unit that is most imporant
yow.)

a. List the highest academic degree you have eamed, the
institution granting it, and the year in which it was
obtained.

Degree
Institution

b. In what unit (e.g., natural sciences, history) is your

principal teaching appointment?

Year

¢. What is your area of specialization (e.g., sociclogy,
chemistry)?

d. How many colleagues do you have on
campus who either can teach your courses
if you need to be elsewhere or can give a
constructive critique of your scholarly work?

(continued om next page)
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(continued from previous page)

. How many years have you been at

this instimtion (not including this year)?
(total years)

As a faculty member ______ (years)

As an administrator (years)

. Are you currently appointed to an administrative

position?
® Yes (@ No (If no, skip to letter h.)

. If yes, what percentage of your time does

this administrative appointment represent? %

. How many years have you been at

other colleges and universities? (total years)
As s faculty member ____ (years)
As an administrator _____ (years)

i. What is your gender?

® Female @ Male

In what year were you bom? 19_____

What is your present rank? (Fill in one only.)

@ Instructor ® Lecturer

Q@ Agssistant Professor  (® There are no ranks at
(® Associate Professor my institution.

© Professor Q@ Other

How many years have you held your

current rank (not including this year)? (years)

., What kind of appointment do you now hold? (Fill in

one only.)

@ Regular with tenure
@ Regular without tenure
@ Yearly term appointment

@ Visiting
@ Other

. If not tenured, are you in a tenure track position?

(Leave blank if tenured.)
® Yes @ No

. How fair is your salary in comparison with that of

your peers at your institation?
(® More than | deserve

@ About as much as [ deserve
(@ Somewhat less than | deserve
(© Much less than | deserve

® 1 don't know.

@® I don't care.

. How does your salary compare with those of your

colleagues at peer institutions?

( Appreciably higher
@) Somewhat higher
(@ About the same

@ Somewhat lower
® Appreciably lower
® 1 don't know.

(@ 1 don't care.

(continued in next column)

(continued from previous column)

. What percentage of your raise

for this year was based on merit? %

(E.g.. if the instimition's salary program called for an
average or wotal raise of 6%, and 4% of this was
“across-the-board,” you would enter “2%.")

Into approximately how many dollars
does that percent merit raise translae? $ _____

Your race or ethnic group is:

Comparing yourself with other academic persons of
your age and qualifications, how successful do you
consider yourself in your career?

@ Very successful

@ Fairly successful
(® Fairly unsuccessful
(© Very unsuccessful

. In general, how do you feel about this institution?

® Itis a very good place for me.
@ luis a fairly good place for me.
@ Itis not the place for me.

. If you were to begin your career again, would you sull

want 10 be a faculty member?

@© Definitely yes
@ Probably yes
(® Probably no
© Definitely no

. Do your interests lic primarily in teaching or in

research?

(® Very heavily in research
@ In both, but leaning toward research
@® In both, but leaning toward teaching
(® Very heavily in eaching

. In the past 12 months, did you (or your project) have

research support from any of the sources listed below?
Fill in “yes" or “no” for each possible response.

(1) Institutional or departmental funds
(2) Federal agencies

(3) Siawe or local government agencies
(4) Private foundauons

(5) Private indusuy

(6) Other

o) oNcRoNONOIN
ONCRORONONCHF

(continued on next page)
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of the following :
A great deal of credence
A moderate amount of credence -
Non- Some credence -
parametric Little or no credence |
r Never received ’

.53 2 Your unit chair’s evaluation of your ’ ‘

teaching. 0]0]JOJ0]O;
13 b, Your colleagues’ (faculty members

in your unit) evaluation of your

teaching. 0]6]610]O]
.51 ¢. Student responses on teaching

evaluation forms. OO
.33 d. Yourchair's or dean's comments on

your scholarly activities. OCREO®
.68 e. Yourcolleagues’ (faculty members

in your unit) comments on your '

scholarly work. 0]616]0]0
.56 f. Alumni comments about the impact

you had on them. OOOOO
.50 g. Yourchair's or dean’s comments on

your service contributions to the .

institution, OOOO®®

(continued from previous page)

y. How many external grant proposals
have you submitted within the
last two years (best estimate)?
2. How many external fellowship
applications have you submitted
within the last two years (best estimate)?

aa. Over your career, how many
external grant proposals have
you submitted (best estimate)? .
bb. Over your career, how many
external fellowship applications
have you submitted (best estimate)?
cc. How many of your professional writings
have been published or accepted for
publication in the last rwo years?
dd. Over your carcer, how many articles
have you published in academic
or professional journals (best estimate)?
ce. Over your caregr, how many books or
monographs have you publishied or edited,
alone or in collaboration (best estimaiz)?

9" Faculty receive feedback on their work in a variety of
ways and from different people. Fill in the circle that best
corresponds with the degree of credence you give 10 each

10. For each statement below, fill in the circle that best ex-

presses your level of agreement.

Suongly agree —
Non- Tend © agres ——
parametric Tend w disagree —
r Stongly duuruj |

a. [ expect undergraduate students will
generally:

L
' i

olololo

44 (1) think for themselves.
353 (2) share ideas and work coopera-
tively. 0l0JO0)
58 (3) seek w outperform one another. COL
54 (4) leam only what is required. 0]0JOX0;
41 (5) lackinterest in the subjectmatter,. OO E T
33 6) feel overwhelmed by my course
requirements. QRO
46 (7) need frequent feedback on their .
performance. 00030
23 (8) be appropriately challenged by my -
course requirements. OIO080;
53 (9) work on their own. OJOJORO)
Strongly agree ——
Tend 0 agree ——
Tend to disagree —
Stongly diugree—] '
b. [assumeundergraduates learn best -
when: ’
(1) course content is determined by o o
the teacher. OIOION0
46 (2) pace is set for the group by the .
teacher. OXO00
59 (3) course content is perceived o have
immediate relevance o the .
students’ lives. CREZE
32 (4) course content is determined
cooperatively by students and the
teacher. 00100
33 (5) conditions are established that let
students discover new concepts or .
principles. 00100
38 (6) competition among students is
fostered. T3
41 (7) swdents progress at their own R
pace. ORORORD



11. Below are sets of words and phrases that facuity have used to describe the velued faculty member on their campuses. The first
set has to do with skills and abilities of these faculty members. The second set consists of values and attitudes ascribed (o these
people. The third set contains personality characteristics respected faculty members are said to possess.

First, fill in the circle in column I that best represents the extent to which the word or phrase characterizes the faculty members
you believe are valued on your campus. Then, in column I1, indicate how characieristic the skills, the beliefs/attitudes/values,
and the personality characteristics are of you. Last, in column II1, for the skills oaly, fill in the circle corresponding to how
difficult each is for you. (Go across the sheet for cach item.)

[ u I

Characteristic of valued faculty Characteristic of you Difficuity for you
Highly charactaristic Highly characteristic Very difficult ,
Somewhat ~harscteristic Somewhat char _cteristic Diﬂ'icult——-——‘
Slightly characteristic Slightly charactaristic Of average difficulty 4 | .
Non- Not a1 all characwsristic Not at all charactaristic Not very difficult 1 P
PARAMETRIC . Gping —] NoN-PARAMETIIC Nou-rmmm_a L
l' 1 r r 1 !
48 (1) Texcheseffectively OQQOO 52 QOO® 57 RO
49 2 Wmma
in the
discipline 0]010]0) 34 QOOE 48 0]0J0]0;
86 (3) Obtains grants OOO® 78 @@8@ 51 0]0}010,
24 (4) Communicateswell OOO® QO 51 (0]0]0]O) 48 0]0]0]0;
78 (5) Publishes 0]0JOI0) 81 OOO® 68 0]03010,
41 (6) Isorganized 0]60]0]0] ! 0]6]6]0] 54 103020,
51 () Works skillfully with :
5w 5998 3 8388 4 5803
. o 5 (o AL
52 (9) Isanexcellent lecturer O @D GO O 58 (0]O0J0]O) 68 0]O100),
49 (10) Knows how to work
the sysiem 0]O]O]O) 66 OOO® 67 0]OXOIO:
b. BeliefyAttitudes/Values
67 (1) Ishighly committed to
teaching 0]0]0]0, 43 0]0]0]0;
66 (2) Isconcemed about
students OOOO® 49 OOO®
41 (3) Believes in the virtue
of hard work QOO 41 010]0]0.
80 (4) Ishighly committed to
research 0]0]0]0; 73 DOO®
61 (5) Holdshighstandards O @O © 48 0]0]0]0;
53 (6) Has inwegrity 0]0]0]0) 43 0]0]0]0;]
88 (7) Respects others 010]0]0; N QOO®
s (8) Isdedicated to the
liberal arts 0]010]0; 64 QOO
60 (9) Isateam player 0]0]0]0; 73 0]6]0]0]
58 (10) Isdevoied o the
instimtion 0]OJO]0! 58 0]0]10]0,
¢. Persomality
Characteristics
64 (1) Issupportive 0]0]0]O) 56 OOO®
§§ g; ll:undasxandins 8 %% 8 59 COO®
- open 35
34 (4) Iscandid 0]0J0]0, 59 8888
58 (5) Hasasenseofhumor OO ® 52 0]0]0]0;
54 (6) 1s personable 0l0]0]0) 40 0JOJOJO
46 () s dedicated 0]010]0; 48 ©0]016]0,
66 (8) Isambitious 0]O0]O]0) 55 0]0]0]0,
.70 (9) Iscompetitive OOO® 44 ©0]0]0]O0;
53 (10) Is perseverant 0]0J0]0;] 62 0]0]0]0!

L-.



12. Most faculty members have an idea of what aneffective administrator is like. Rate both your immediate administrator (... chair/
director, division head) and the next higher level individual (e.g., dean, academic vice president/provost) on each of the following
auributes that can affect your work. Fill in the circle that most closely corresponds 10 your overall level of satisfaction.

Immediste Next Higher Level
Administrator Admiaistrator
Very satisfaciory Very satisfactory
Som:zu satisfactory Somewhat satisfactory —
Somewhat dissatisfactory Somewhat dissatisfactory — .
Very dissatisfactory Vary dissatisfactory -———I
2. Administrative skills (those things the administrator does to |

|
alumni; reach and carry through on decisions) 0]010]0) 0J0JOJO,
b. Values (the core values he or she holds abowt what is important
in academia, and how to best achieve these goals for students and —
faculty members) o0Jolo]o) COEO
¢. Professionalism (the integrity with which he or she conducts
business; her or his knowledge of and commitment to the institu- -
tion; dedication to the role of being an effective administrasor) QOO ORC

d. Experienca/Background (knowledge of faculty life; prepara-
tion, formal and informal, as an administrator; educational
credentials; ability w fulfill special requirements such as fundrais-

make the organization function; ¢.g., communicate with faculty,
students,

ing) 0Jelol0) COIT
¢. Personality (those aspects of her or his demeanor that make it
more or less easy to work with her or him) 0J0]0]0] 0JOI020),

13. During the current term, how much time are you giving to teaching, scholarship/professional growth, research, and service in
a typical week? (Teaching is the ime spent preparing for teaching, scheduled classroom and laboratory instruction, grading,
working with students. Scholarship/Professional Growth is the time spent enhancing your knowledge or skill in ways which A
may not necessarily result in a concrete product—library work, reading, exploratory inquiries, computer use. Research is the ¢
lime spent in activities that lead 10 a concrete product—article, report, monograph, book. grant proposal, software development.
Service is the time spent in college/university meetings, community activities, professional association involvements.)

a. Divide your work-time over the four principle activities. First, complete column I by entering the percent of time you give
to each. Then go to column II and partition the major activity types inw the sub-categories that are shown. For example.
if you had reporied teaching as 60% in column I, your three parts in column I might be 20%. 30%. and 10%.

Non- NON-
PARAMFTRIC I rarareETrIC ]
t r
71 ___% (inclass, lab, etc.)
80 Teaching % / 63 % (preparing for class, grading papers exams, eic.)
\ 25 ____% (wioring, in office assisance. academic advising, etc.)
.65 Scholarship/
Professional
Growth %

1 % (funding from outside your institution)

86  Research %

60 %(internal: commiuees, administrative duties, counseling, eic.)
77 Service % <
64 %(external; professional organizauons, civic projects, eic.)
Towl 100 %
{comtinued on next page)

eb(

¢
I




(continued from previous page)

13. b. Now complete the distribution two more times. First, indicatz how you believe your institution wants you to allocate your
effort. ‘mmmdu:mhowyou would prefer w distribute your time to these four kinds of activities. (In all cases, be sure the
percentage's total is 100.)
Non- Non-
PARAMETRIC My perception of PARAMETRIC My personal
r institutional preference r preference

Teaching .30 .79

Scholarship/ 55 .68
Professional Growth

Research 83 83

Service 61 47
Toul 100% 100%

14. While it is impossible to capture the essence of a facuity

¢. In atypical calendar week, career in a few words, sometimes 4 metaphor can come
how many howrs are you reasonably close. Some faculty have found that what makes
giving to the above activities? (hours). being a famlbtty‘;\ember personally mumngful can be ex-
Compared to five years ago, is this: | na L or met
Read the following phrases. First, fill in the circle which
@ More? most closely corresponds with what makes being a faculty
(® About the same?
: member personaliy nmmgﬁu for you. Next, fill in the
d. For your classes this term, Last, fill in the circle for that which is furthest removed (rom
what is the larges: enroliment? you Mark only one per columau.
Smallest? The most removed from me —
The next closest to me
Compared (o five years ago, is your average class size: The closest to me————
8 Aumw thel same? a. An unending love affair with ideas. OO
@ Smaller? ' b. The daily c:gllenge of keeping student .
e. How many hours of student assistance motivaion ‘6. . T
do you get per week? (If none, enter 0.) ¢. Having students become enthused with ~
Compared to five years ago, is this: '“Y"“bl.“‘- | OOy
® Mare? d. Being simuitaneously a playwright, a o
@ About the same? director, and a leading actor. OJOR0;
® Less? | e. The excitement of the unknown, the yet 10 o
f. How many hours of clerical assistance be discovered. R
Jo you have per week? (If none, enter 0.) f. Facilitating the reaction between an idea o
Compared (o five years ago, is this: and a student o e
@ More? g. The challenge of retaining current
® A;‘m the " students and attracting new ones. OROED)

® Less? . h. The cultivation of an apprenuce into a
| master.

i. The cyclical rhythm of academic life.

j- Anopporwnity to help students make
significant changes in their lives.

g. How many thesis or dissertation

(=) (~;

(=) (4
(=) (2

i
commitiees are you cumrently chairing? ____ :
Serving on? (If none, enter 0.) :

h. How many comprehensive exam/ i
i I
|

(=)
(=)

[

orals commitees did you chair last year?

Serve on? (I none, enter0.) Thank you for taking the iime 1o complete this survey.

\‘l‘ 9()‘;

® Less? circle for the expression which is escond closest for you. l
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Bieber, J. P. Blackburn, R. T., Lawrence, . H., Okoloko, V. P., Ross, 5., &
Knuesel, R. (1988). Effects of personal attributes and environmental
forces on faculty teaching behaviors. Paper presented at the annual
meeting of the American Educational Research Association, New

Orleans, April.

Blackburn, R. T. (1990). Test-retest reliability coefficients: Faculty at Work.
Ann Arbor: University of Michigan, NCRIPTAL.

Blackburn, R. T, & Mackie, C. J. (forthcoming 1991). Test-retest coefficients
and the national faculty surveys: Are the models valid? Paper
presented at the annual meeting of the American Educational Research

Assodiation, Chicago, April.

Blackburn, R. T., & Pitney, J. (1988). Performance appraisal for faculty:
implications for higher education. Anr. Arbor, MI: University of

Michigan, NCRIPTAL.

Blackburn, R. T., Bieber, J. P., Lawrence, ]. H., & Trautvetter, L. C. (accepted for
publication, 1990). Faculty at work: Focus on research,. scholarship,
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Blackburn, R. T., Bieber, ]J., Lawrence, J. H., & Trautvetter, L. (1990). Faculty at
Work: Focus on research, scholarship, and service. Paper presented at
the annual meeting of the American Educational Research

Association, Boston, April.

Blackburn, R. T., Lawrence, J. H., Bieber, J. P., & Trautvetter, L. C. (accepted for
publication, 1990). Faculty at work: Focus on teaching. Research in

Blackburn, R. T., Lawrence, J. H., Bieber, J. P., Okoloko, V. P., & Yoon, K. 5.
(1987). The essence of faculty careers as seen through their metaphors.
Paper presented at the annual Association for the Study of Higher
Education meeting, Baltimore, November.

Blackburn, R. T., Lawrence, ]. H., Bieber, ., & Trautvetter, L. (1988). Faculty at
work: Focus on teaching. Presented at the annual meeting of the
Association for the Study of Higher Education, St. Louis, November.
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Blackburn, R. T., Lawrence, J. H., Hart, K. A, Dickmann, E. M., et al. (1990).
Same institution, different perceptions: Faculty and administrators
report on the work environment. Ann Arbor: University of
Michigan, NCRIPTAL.

Blackburn, R. T., Lawrence, J. H., Yoon, K. S., & Bieber, J. P. (1988). Changes
in the faculty work environment: 1986-1964. Paper presented at the
annual meeting of the American Educational Research Association,

New Orleans, April.

Blackbumn, R T., Pitney, J., Lawrence, ]. H., & Trautvetter, L. (1989).
Administrators’ career background and their congruence with faculty
beliefs and behaviors. Paper presented at the annual meeting of the
American Educational Research Association, San Frandsco, March.

Blackburn, R. T., Yoon, K. S., Brown, R., & Knuesel, R. (1988). Attributes of
valued faculty members. Paper presented at the annual meeting of the
American Educational Research Association, New Orleans, April.

Blackburn, R.T., Lawrence, J. H., Okoloko, V.P., Bieber, ].P., Meiland, R., &
Street, T. (1986). Faculty as a key resource. Ann Arbor, ML University
of Michigan, NCRIPTAL.

Lawrence, J. H., & Blackburn, R. T. (1988). Ageas a predictor of faculty
productivity: Three conceptual approaches. Journal of Higher
Education, 59(1), 23-38.

Lawrence, ]. H., Bieber, J. P, Blackburn, R. T,, Saulsberry, K., Trautvetter, L. C,
Hart, K. A., & Frank, K. (1989) Predicting individual change in faculty
research productivity. Paper presented at the annual meeting of the
American Educational Research Association, San Francisco, March.

Lawrence, J. H., Blackburn, R. T., & Yoon, K. S. (1987). Changing faculty
distribution of their work effort: 1968-1984. Paper presented at the
annual Association for the Study of Higher Education meeting, Sar:
Diego, February.

Lawrence, ]. H., Blackburn, R. T., Bieber, J. P., & Yoon, K. S. (1988). Job
satisfaction and faculty productivity: changes over time. Paper
presented at annual meeting of the American Educational Research
Association, New Orleans, April.

Lawrence, ]. H., Blackburn, R T., Bieber, J. P, Okoloko, V.P., and Yoon, K S,
(1987). Faculty motivation and responses to evaluation. Paper
presented at the annual Association for the Study of Higher Education
meeting, Baltimore, November.
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Lawrence, J. H., Blackburn, R. T., Frank, K., Bieber, J., Bentley, R, &
Trautvetter, L.. (1989). Faculty scholarly output: Development of a
theoretical model. Paper presented at the annual meeting of the
American Educational Research Association, San Frandsco, March.

Lawrence, J. H., Blackburn, R. T., Hart, K, & Saulsberry, K. (1989). Faculty in
community colleges: Differences between the doctorally and non-
doctorally prepared. Paper presented at the annual meeting of the
Association for the Study of Higher Education, Atlanta, GA,
November.

Lawrence, J. H., Blackburn, R. T., Hart, K. A., Mackie, C. J. Dickmann, E. M., &
Frank, A. A. (forthcoming 1991). Motivation for changing teaching:
Institutional and personal barriers to change. Paper presented at the
annual meeting of the American Educational Research Association,

Chicago, April.

Lawrence, J. H., Blackburn, R. T., Trautvetter, L., Hart, K., & Herzburg, G.
(1990) Women faculty in selected "female” and "male” discipline: A
view of professional behavior at three points in time-1969, 1975, 1988..
Paper presented at the annual meeting of the American Educational
Research Association, Boston, April.

Lawrence, J. H., Hart, K. A., & Blackburn, R. T. (1990). Predicting faculty
teaching behaviors: Testing of a theoretical model of motivation.
Paper presented at the annual meeting of the Association for the Study
of Higher Education, Portland, November.

Lawrence, J. H., Hart, K. A., Muniz, D., Mackie, C., Dickmann, E. (1990). A
comparison of the teaching goals, assumptions, and practices of faculty
in eight liberal arts disciplines. Paper presented at the annual meeting
of the Association for the Study of Higher Education, Portland,
November.

Lawrence, J. H., Hart, K., Linder, V., & Saulsberry, K. (1990). Comparison of
the teaching goals, assumptions, and behaviors of community college
and transfer institution faculty. Paper presented at the annual meeting
of the American Educational Research Association, Boston, April.

Lawrence, . H., Pitney, J., & Trautvetter, L. (1988). Faculty and administrator
views: The organizational climate for teaching. Paper presented at the
annual meeting of the Association for the Study of Higher Education,
St. Louis, November.

Lawrence, J. H., Trautvetter, L. C., & Blackburn, R. T. (1989). Predicting faculty
publication output: Evaluation of a model across institutional types.
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Paper presented at the annual meeting of the Association for the Study
of Higher Education, Atlanta, GA., November.

Pitney, ]. A. (1988). Performance Feedback for Faculty: A Review of the
Literature. Ann Arbor, MI: NCRIPTAL, University of Michigar.

Program D. (1988). Draft re faculty j jew
Ann Arbor, MI: University of Michigan, NCRIPTAL.

Trautvetter, L, & Blackburn, R. T. (1990). Gender differences in predicting in
faculty publication output in the natural sciences. Paper presented at
the annual meeting of the American Educational Research
Association, Boston, April.



' Appendix C
l RESEARCH_UNIVERSITY |
1. ENVIRONMENT
organizational resources for teaching and schooling 1(d.e.f) E=3.63
' trust 1(a,i,m,n) E=1.91
faculty commitment to teaching 1(0.p) E=1.68
teaching diverse students 1(l,r) E=1.07
' faculty development 1(1) E=1.02
2. SELF-EFFICACY
faculty personnel decision-making influence 2(b,f.k,m) E=3.93
' personal control of career 2(c.e,h,i) E=141
student admission decision-making influence 2(g.j) E=1.25
I 3. TEACHING
versatile teaching(multiple teaching/classroom 3(a-i) E=4.05
techniques)
I 4. PROFESSIONAL ACTIVITIES
engaged in campus and school communication 4(a,b.,d) E=2.44
research communication with off-campus peers 4(e,8) E=1.32
l engaged in teaching, conference and workshops 4(f,h) E=1.10
5. RESEARCH
l journal publishing and conference presentaiion 5(a.b.e k) E=4.18
professional writing and organizational activities 5(d.f.g.j) E=1.53
grant report and popular press writing 5(c,h,i) E=141
l 6. SERVICE
campus service involvement 6(b.c.d,e) E=2.39
l 7. INSTRUCTION
concerned with students’ personal devclopment and  7(b.d,g) E=2.42
social advance
l concerned with student mastery of subject matter 7(a,c,e,f) E=1.24
8. DEMOGRAPHICS - CAREER
l salary equity 8(o,p) E=1.16
9. RESEARCH SUPPORT
current source(s) of externa! research 8x(2,3.5) E=1.74
l (DRSOTHER) 8x(6) E=1.08
10. GRANTS, PUBLICATIONS, FELLOWSHIPS
publication records 8(cc,dd,ce) E=2.25
grant record 8(y,aa) E=1.50
11. CREDENCE
I credibility of colleagues/administrators’ feedback 9(a,b,d,c,g) E=2.96
credibility of students/alumni excellence 9(c,f) E=1.04
72
P
ERIC



12, BELIEFS ABOUT STUDENT OUTCOMES

students are independent learners 10a(1,2,4,5.9) E=2.56

students need challenge and professors’ feedback 10a(7,8) E=1.31

13, BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

values teacher control of classroom 10b(1,2,4) E=227

values active student involvement 10b(5,7) E=1.17

content relevance & student competition foster lea.ning 10b(3,6)
E=1.08

14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

institution values teacher 11a(1,4,6,7,8,9) E=3.61

institution values rescarch 11a(2,3,5) E=1.74

institution values effective organization member 11a(10) E=1.22

15. CHARACTERISTIC OF YOU-SKILLS

personal teaching and communication competence 11a(1,4,7.9) E=2.86

personal publishing and grant competence 11a(2.3,5) E=1.74

16. DIFFICULTY FOR YOU-SKILLS

personal teaching and communication competence 11a(1.4,9) E=341

personai publishing and grant competence 11a(2,3,5,10) E=1.34

personally organizes and responsive 11a(6,7,8) E=1.12

17, CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES, VALUES
organization values commitment to teaching and high 11b(1,2,5.6,7,8) E=4.10
professional standards

organization values devotion to instruction & team play 11b(9,10)
E=1.78
organization values faculty commitment to research and 11b(3.4)
E=1.14
hard work
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
personal professional standards 11b(3.4,5.6,7) E=2.90
personal commitment to teaching liberal arts 11b(1,2,8) E=1.68
personal devotion to institution and team play 11b(9,10) 5=1.15
19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY
organization values collegiality 11¢(1,2,3,4,5,6) E=436
organization values individuals 11¢(7.8.9,10) E=3.27
20. CHARACTERISTIC OF YOU-PERSONALITY
personal motivation level 11¢(7,8,9.10} E=3.44
interpersonal competence 11¢(1,2,6) F=2.02
personal demeanor 11c(3.4.5) E=1.02
an BRI
‘(0



RESEARCH UNIVERSITY 11
Eactor Name Q'aire Iiems
1. ENVIRONMENT
institutional climate 1(a,i,m,n,s)
department climate 1(c,0,p)
peer awarencss 1(f.q.1)
teaching success 1(d,e)
view of underpreparedness 1(l,r)
2. SELF-EFFICACY
faculty control 2(b.f,i,k,m)
student admission 2(g.j)
cxternal incentives 2(c,h,l)
3. TEACHING
student course development 3(a-i)
4. PROFESSIONAL ACTIVITIES
campus activities 4(c,e.8)
campus lcctures 4(a.d)
conference activities 4(f,h)
S. RESEARCH
publishing involvement 5(a,b.d.c,j,k)
professional involvement 5(c.f,8)
grant involvement 5(h,i)
6. SERVICE
campus service involvement 6(b,c.d,e)
7. INSTRUCTION
student development 7(b.d.g)
transmitting knowledge 7(a,c,f)
8. DEMOGRAPHICS - CAREER
Pay 8(0.p.q)
9. RESEARCH SUPPORT
formal funds 8x(1,2,3)
private funds 8x(4,6)
10. GRANTS, PUBLICATIONS, FELLOWSHIPS
grant quantity 8(y.aa)
journal 8(cc,dd,cc)
11. CREDENCE
immediate efficacy 9(a,b.d,c.g)
external appraisal 9(c,f)

E=3.81
E=2.62
E=1.48
E=1.15
E=1.10

E=4.23
E=1.31
E=1.29

E=3.87

E=2.03
E=1.33
E=1.19

E=3.80
E=1.51
E=1.20

E=2.64

E=2.38
E=127

E=1.03

E=171
E=1.00

E=2.38
E=1.33

E=2.96
E=1.12



12. BELIEFS ABOUT STUDENT OUTCOMES

student learning bias 10a(1,2,4,59) E=2.75
student lecaming charge 10a(7,8) E=1.37
13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

teacher based 10b(1,2,4) E=2.52
student based 10b(5,7) E=1.12
learning based 10b(3,6) E=1.00
14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

teaching 11a(1,4,6.7.8,9) E=3.99
researching 11a(2,3.5) E=1.96
experience 11a(10) E=1.02
1. CHARACTERISTIC OF YOU-SKILLS

oral 11a(1,4,7,9) E=2.60
rescarch 11a(2,3,5) E=1.76
16. DIFFICULTY FOR YOU-SKILLS

oral skills 11a(1,7.9) E=2.97
research oriented 11a(2,3,5) E=1.53
learning skills 11a(6.8) - E=1.03
17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES, VALUES
respect 116(1,2,6,7.8) E=4.49
dedication 11b(3.4.,5) E=1.93
group process 11b(9,10) E=1.25
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
respect 11b(1,2,6,8) E=2.98
dedicated 11b(3.4,5.6) E=).76
cooperative/promotive 11b(9,10) E='.26
19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY

likeable 11¢(1,2,3,4,5,6,7) E=4.5%
ambitious 11¢(8,9,10) E=2.20
20. CHARACTERISTIC OF YOU-PERSONALITY

likeability 11¢(1,2,5.6,7) E=3.4
ambitious 11¢(8,9,10) E=1.92

--------\--



l DOCTORAL |
l Eacior Names Qiairc licms
1. ENVIRONMENT
view of organizztional climate 1(a,m,n,s) E=3.58
' view of orgauizational relationships 1(f,q.t) E=2.26
view of faculty commitment 1(¢c,0.p) E=1.72
view of support services 1(d,e) E=1.24
l students affect teaching 1(1,r) E=1.03
2. SELF-EFFICACY
deptartment decisicra influence 2(b,f,i,k) E=4.32
' departmental and public recognition 2(c,e,h,i) E=145
academic deccision influence 2(g.j) E=123
l 3. TEACHING
course development activities 3(a-h) E=4.09
4. PROFESSIONAL ACTIVITIES
l cxchanging experience 4(c,e.g) E=2.48
campus presentatino attendance 4(a,d) =7
(PATTWRK, POFFCAM) 4(f,h) E=1.12
l 5. RESEARCH
active prulisher/presenter/reviewer 5(a,b.d.c.j.k) E=3.99
l active proposal/report writer 5(h,i) E=1.26
association activity 5(f.g) E=1.17
6. SERVICE
l campus service involvement 6(b,c.d,e) E=2.44
7. INSTRUCTION
l concern about student development 7(b.d.g) E=2.32
concern about discipline/process 7(a,c,f) E=1.27
' 8. DEMOGRAPHICS - CAREER
salary satisfaction 8(o0,p) E=1.15
9. RESEARCH SUPPORT
' research support sources/non-institutional 8x(3.4,5.6) E=2.15
rescarch support sources/federal and institutional 8x(1,2) E=1.00
l 10. GRANTS, PUBLICATIONS, FELLOWSHIPS
active publisher/proposal writer 8(y.aa,cc,dd) E=2.75
11. CREDENCE
colleagues’ comments/evaluation valued 9(a,b.d.e.g) E=291
students’ comments/evaluation valued 9(c.f) E=1.07
l 12. BELIEFS ABOUT STUDENT QUTCOMES
effect on student outcomes 10a(1,2,4,5,9) E=2.75
l (BFREQFB< BCHALNGE) 10a(7,8) E=134




13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

teacher course control valued 10b(1,2) E=2.29
teacher/student roles valued 10b(3,4.5) E=1.17
student competition valued 10b(6,7) E=1.03
14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

faculty teaching skills 112(1,2,4,6,7,8,9)
faculty active publisher/grant person 11a(3,5) E=1.96
faculty knows how to work sysiem 11a(10) E=1.11
15. CHARACTERISTIC OF YOU-SKILLS

teaching skills 11a(1,4,7,9) E=2.73
development skills 11a(2,3,5,10) E=1.66
16. DIFFICULTY FOR YOU-SKILLS

teaching difficulties 11a(1,4,7,9) E=3.22
publishing difficulties 11a(8,10) E=1.33
organizational difficulties 11a(2,5) E=1.15

17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES,
VALUES

faculty wvalue tecaching 11b(1,2,6,7,8) E=4.57
faculty commitment to research 11b(3.4,5) E=1.78
faculty devotion to institution 11b(9,10) E=1.07

18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES

values teaching 116(1,2,6,7,8) E=295
commitment to research 11b(3.4,5) E=1.68
devotion to institution 11b(9,10) E=1.15
19. CHARACTERISTIC OF VALUED FACULTY.PERSONALITY
believes faculty are personable 11¢(1,2,3,4,5,6,7)
believes faculty are ambitious 11¢(8.9,10) E=2.32
20. CHARACTERISTIC OF YOU-PERSONALITY
perceives seclf as suppourtive/open 11¢(1.3,4) E=3.59
perceives sclf as ambitious 11¢(7,8,9,10) E=1.84
perceives self as personable 11¢(2,5.6) E=1.02
7

E=3.98

E=4.65



-1 [l N GE .S = = Illi G EE O I 0 N N B =5 SN

Eacior Names

1. ENVIRONMENT
institutional equity
team work

commitment to teaching
support

student preparedness

2. SELF-EFFICACY
internal influence
incentive influence
student influence

3. TEACHING
tecaching style

4. PROFESSIONAL ACTIVITIES
exposure

inservices

teaching skills

5. RESEARCH
scholarship

dissemination of activities
cxternal research activities

6. SERVICE
campus service involvemert

7. INSTRUCTION
tcacher responsibility (personal)

teacher responsibility (professional)

8. DEMOGRAPHICS-CAREER
compensation

9. RESEARCH SUPPORT
private/local research support

federal/institutional research support

10. GRANTS, PUBLICATIONS, FELLOWSHIPS
granted pubs? (DGRPROP2, DGRPROPC, DGUBJRNC)

publication

11. CREDENCE
externa' credence
extra credence

Q'aire liems

1(i,m,n,s)
1(f.g.q)
1(0,p)
1(d.e)
1(l,r)

2(b,f.k,m)
2(c,h,])
2(g.j)

3(a-i)

4(c,e,g.h)
4(a,b,d)
4(f,h)

N

6(b,c.d,c)

7(b.d,e.f.g)
7(a,c)

8(o.p)

8x(3.,4,6)
8x(2.5)

8(y, 21, dd)

8(cc, ce)

9(a,b,c.d,e)
9(d.f.g)

Eigen Value

E=3.35
E=2.03
E=1.76
E=131
E=1.17

E=3.69
E=1.36
E=1.27

E=4.11

E=2.47
E=1.26
E=1.09

E=4.18
E=1.44
E=1.02

E=2.38

E=2.52
E=120

E=1.29

E=2.00
E=1.05

E=2.62
E=1.45

E=3.08
E=1.03



12. BELIEFS ABOUT STUDENT OUTCOMES

be studious 10a(1,2,4,5,9) E=2.55
be challenged 10a(3,6.,7,8) E=1.36
13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

teacher control 10b(1,2) E=2.08
student control 10b(5,6,7) E=1.26
student involvement 10b(3.4) E=1.08
14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

faculty teaching 11a(1,4,6,7,.8,9) E=3.75
faculty/studios 11a(2,3.5) E=1.87
faculty/system 11a(10) E=1.05
1S, CHARACTERISTIC OF YOU-SKILLS

tcaching ability 11a(1,4,7,9) E=2.75
self/studious 11a(2,3,5) E=1.69
16. DIFFICULTY FOR YOU-SKILLS

professorial 11a(1.4,7,9) E=2.95
prepared 11a(2,6,8) E=1.50
funded publication 11a(3,5) E=1.12

17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES,
VALUES

professorial 11b(1,2,5.6,7,8) E=4.21
preparcd 11%(3.4.5) Pt IR
funded publication 11b(9,10) E=1.33
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
commitment to education 11b(1,2,4) E=2.33
commitment to quality 11b(3,4,5.6) E=1.71
commitment to team 11b(9,10) E=1.09
19. CHARACTERISTIC OF VALUED FACULTY.PERSONALITY
personable 11¢(1,2,3,4,5,6,7) E=4.49
success sccking 11c(8,9,10) E=2.30
20. CHARACTERISTIC OF YOU-PERSONALITY
compassionate 11¢(1,2,5.6) E=3.34
committed 11¢(7,8.9,10) E=1.97
accessible 11¢(3,4) E=1.04
7.



COMPREHENSIVE 1

Factor Names

1. ENVIRONMENT
institutional goals
colleagues support
teaching primacy
teaching disincentives
institutional loyalty

2. SELF-EFFICACY
political efficacy
siudent selection
personal incentives

3. TEACHING
teaching behavior

4. PROFESSIONAL ACTIVITIES
intra-colleague

intra-campus learning

use of faculty development

5. RESEARCH

publicitions, writing reviews
profess onal leadership
government interaction

6. SERVICE
campus service involvement

7. INSTRUCTION
student development
modeling/mentoring

8. DEMOGRAPHICS - CAREER
compensation

9. RESEARCH SUPPORT
government funding

10. GRANTS, PUBLICATIONS, FELLOWSHIPS

publications quantity
grant proposals quantity

11, CREDENCE
peer assessment/cvaluation
non-peer assessment/evaluation

12, BELIEFS ABOUT STUDENT OUTCOMES

student characteristics
tcacher expectations

Qlaire _licms

){a,i,m,n,s)
1(f.g.q)
1(o.p)
1(d,e)
I(l,r)

2(b,f.k,m)

2(8.j)
2(¢c,h,i)

3(a-h)

4(b.c.g)
4(a,d)
4(f,h)

5(a.b.d.e.k)
5(1.8.j)
5(h,i)

6(b,c.d.¢e)

7(b.d,c.g)
7(a,c,f)

8(o.p)

8x(2.3)

8(cc,dd,.ce)
8(y.,aa)

9(a,b.d,e.g)
9(e,f)

10a(1,2,4.5.6.9)

10a(7,8)

Eigen Value

E=3.62
E=1.88
E=1.62
E=1.20
E=1.01

E=3.57
E=1.39
E~1.22

E=2.42
E=1.27

E=3.56
E=1.19
E=1.13

E=2.30

E=2.41
E=1.16

E=1.22

E=1.96

E=2.46
E=1.32

E=3.23
E=1.03

E=2.78
E=1.36



13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

icacher authority locus 10b(1,2,4) E=2.26
student focus/relevance 10b(3,5.7) E=1.24
academic competitiveness 10b(6) E=1.00
14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

fulfills teaching duties 112(1,2,4,6,7,8,9) E-3.79
rescarch productivity 11a(3.5) E=1.83
political skills 11a(10) E=1.09
15. CHARACTERISTIC OF YOU-SKILLS

personal communication skills 11a(1,4,7,9) E=2.55
writing and funding 11a(3.5) E=1.52
16. DIFFICULTY FOR YOU-SKILLS

communication skills 11a(1,4,7,9) E=3.39
funding acquisition 11a(2,3,5) E=1.40
organizational behavior 112(6,8,10) E=1.01
17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES,
VALUES

professional behavior 11b(1,2,3,5.6,7,8) E=4.81]
institutional support 11b(9,10) E=1.48
research dedication 11b(4) E=1.16
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
moral/ethical character 11b(3.5.6) E=2.91
job/position dedication 11v(1,2.4) E=141
institutional dedication 11b(9,10) E=1.17
19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY

self-esteem 1ic(1,2,7) E=3.42
personal ambition 11¢(8,9,10) E=1.73
20. CHARACTERISTIC OF YOU-PERSONALITY

professionalism 11¢(1,2,3.4,5.6,7) E=4.73
success focus 11¢(8,9,10) E=2.03
personal accessibility ? E=1.05




COMPREHENSIVE 11

Eactor _Name

1. ENVIRONMENT

view of organizational environment
commitment to teaching

colleague scholarship support

adequacy of institutional support services
impact of reward system

2. SELF-EFFICACY
effect on unit decisions
effect of performance assessment

3. TEACHING
student research activities and individualized
instructions or teaching activities

4. PROFESSIONAL ACTIVITIES
involvement in professional development
involved in campus teaching improvement
involved in teaching the discipline

S. RESEARCH
dissemination/publication activities
professional association activities
editorial activities

6. SERVICE
campus service involvement

7. INSTRUCTION
focus on student growth
focus on student discipline

8. DEMOGRAPHICS - CAREER
salary satisfaction

9. RESEARCH SUPPORT
local, government, foundation support
industry/other support

10. GRANTS, PUBLICATIONS, FELLOWSHIPS

publications
grant proposals

11. CREDENCE
assesment of faculty role performance
colleague/student assessment of teaching

52

1(i,m,n,s)
1(1,0,p)
1(f.q)
1(d.e)
1(c,t)

2(b,f.k)
2(e,h,m)

3(a,c-h)

4(a,b,c,d.c,g)

4(f)
4(h)

2

6(b,c.d,e)

7(b,a,2) -~
7(c.f)

8(o,p)

8x(1,2,3.4)
8x(5,6)

8(cc.dd,ce)
8(y,aa)

9(a.d.c,g)
9(b.c,e,f)

E=4.35
E=1.98
E=1.51
E=1.31
E=1.20

E=4.05
E=142

E=3.55

E=2.67
E=1.18
E=.923

E=4.16
E=1.44
E=1.21

E=2.52

E=2.16
E=1.28

E=1.29

E=2.05
E=1.19

E=2.79

E=1.26

E=3.31
E=1.08



12, BELIEFS ABOUT STUDENT OUTCOMES

open, honest, personable 11¢(3,4,6) E=1.23

students are cooperative, independent learners 10a(1,2,4,5,9) E=2.83 l
students nced challenge and feedback 10a(7,8) E=1.48

13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING l
values teacher control 10b(1,2,4) E=2.22

valucs student-centered learning 10b(3.5) E=1.27 I
values competition 10b(6,7) E=1.03

14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

effective teaching 11a(1,4,7,9,10) E=2.77 l
grant-getter and publisher 11a(3.5) E=1.88

organized and responsive 11a(6,8) E=1.13

15. CHARACTERISTIC OF YOU-SKILLS '
effective teacher 11b(1,4,7,9) E=251

productive scholar 11b(2,3,5,10) E=1.59 I
16. DIFFICULTY FOR YOU-SKILLS

effective teaching skills 11a(1,4,7,9) E=3.08

scholarly skills 11a(2,3,5.10) E=1.76 I
organized and responsiveness 11a(6,8) E=1.06

17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES, '
VALUES

committed to value of good teaching 11b(1,2,5,6,7,8) E=4.00

values hard work, team play, and the institution 11b(3,9,10) E=1.69

values rescarch 11b(4) E=1.21 l
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES

loyal to institution, team player, responsive 11b(7,9,10) E=2.40 '
values hard work, high standards 11b(3,5) E=1.34

committed to tecaching and students 11b(1,2) E=?

19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY .
optimal attributes for teaching 11c(1.2,3,4,5,6,7,10)E=4.13

ambitious, competitive, and perseverant 11¢(8,9,10) E=1.89 l
20, CHARACTERISTIC OF YOU-PERSONALITY

supportive, understanding and dedicated 11¢(1,2,7) E=3.44

ambitious, competitive, and perseverant 11¢(8,9,10) E=1.53 l




Eactor Names

1. ENVIRONMENT

support, trust, fairness
collegial support

faculty's commitment to teaching
students’ academic preparation
professional/career orientation

2. SELF-EFFICACY

influence on department

academic influence and salary increase
research activities

3. TEACHING
teaching activities for basic courses

4. PROFESSIONAL ACTIVITIES
on-campus professional activities
rescarch communication

off-campus professional activities

S§. RESEARCH
publication/productivity
research proposal
service

6. SERVICE
campus service involvement

7. INSTRUCTION
help students
excellent teaching

8. GDEMOGRAPHICS - CAREER
self-confidence

9. RESEARCH SUPPORT
internal and private support
federal and other support

10. GRANTS, PUBLICATIONS, FELLOWSHIPS

publications
grant preparation

11. CREDENCE

credibility of collcagues and administrators' feedback9(a,b.d,e,g)

12. BELIEFS ABOUT STUDENT OUTCOMES
leamming styles of students

1(d,e.i,m,n,s)

1(f,q)
1(o,p)
1(1,r)
1(a,c)

2(b,.f.k)
2(c,8.j.m)
2(c,h,i)

3(a-i)

4(a,b.d.f)

4(e.g)
4(c,h)

5(a,b.d,e.k)
5(h,i)
5(f.g)

6(b,c.d.e)

7(b.d,g8)
7(c.e.f)

8(o0.p.q)

8x(1,4)
8x(2,6)

8(cc,dd,ce)
8(y.aa)

10a(1,2,4,5.9)

E=3.81
E=1.70
E=1.54
E=1.35
E=1.13

E=3.53
E=1.63
E=1.35

E=3.67

E=2.54
E=1.24
E=1.19

E=2.57

E=227
E=1.19

E=1.43

E=1.69
E=1.10

E=2.68
E=1.30

E=3.21

E=2.77



feedback and requirements arc needed 10a(7,8) E=1.37
13. BELIEFS ABOUT CG:’TIMAL UNDERGRADUATE LEARNING

teacher control neceded 10b(1,2,4) E=2.30
students are motivated leamers 10b(3,6) E=1.28
student centered teaching 10b/3,7) E=1.04
14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

competent teaching 11a(1,2,4,6,7,8,9) E=3.82
competent researcher 11a(3.5) E=1.75
how to work the system 11a(10) E=1.14
15. CHARACTERISTIC OF YOU-SKILLS

competent tcacher 11a(1,4,7,9) E=2.30
competent researcher 11a(2.3,5) E=1.70
16. DIFFICULTY FOR YOU-SKILLS

competent teacher 11a(1,2,4,7,9) E=3.23
responsible faculty member 11a(6.8,10) E=1.53
publisher and grant person 11a(3,5) E=1.04

17. CHAKRACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES,
VALUES

committed to values of good teaching 11b(1,2,3,6,7,8) E=4.45
team play, devotion to institution 11b(9,10) E=1.57
committed to research and high standards 11b(4,5) E=0.97
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
teamwork 11b(7,9,10) E=2.83
committed to teaching and learning 11b(1,2) E=1.47
working hard, high standard and integrity 11b(3,5,6) E=1.22
19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY
teamwork 11¢(1,2,3,4,5.6,7) E=4.77
ambitious, competitive and perseverant 11¢(8.9,10) E=1.97
20. CHARACTERISTIC OF YOU-PERSONALITY
dedicated to teamwork 11¢(1,2,6,7,10) E=3.24
ambition and competition 11¢(8.9) E=1.79
open and candid 11¢(3,4) E=1.07
55



LIBERAL ARTS 11

Eactor Namecs

1. ENVIRONMENT
institutional suppon
peer group support
faculty emphasis(teaching vs.
desired class characteristics

research)

2. SELF-EFFICACY

personal status in the institution

participation in dcpartmental decision making
academic pursuit of personal interest

3. TEACHING
tecaching methodology

4. PROFESSIONAL ACTIVITIES
academic communication
attendance

5. RESEARCH

publications

writing proposals and reports
organizing research activities

6. SERVICE

campus service involvement

7. INSTRUCTION
focus on student outcomes
focus on instructional process

8. DEMOGRAPHICS - CAREER
salary satisfaction

9. RESEARCH SUPPORT
institutional, governmental,

support from other sources

10. GRANTS, PUBLICATIONS, FELLOWSIIIPS

publications

.l. CREDENCE
credence from the academic community

12. BELIEFS ABOUT STUDENT QOUTCOMES
cxpected intellectual behaviors of students
expected academic tasks for students
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and foundation support

Qaire |

1(d,i,m,n,s)
1(e.f.q)
1(0,p)
1(1,r)

2(c,g.h.j,1.m)
2(b,f.k)
2(c,i)

3(a-i)

4(e,g.h)
4(a,d.f)

5(a,d,e.k)
5(b,h,i)
5(f.8)

6(b,c.d,e)

7(b.d,e)
7(a,c)

8(0.n)

E=1.81
8x(6)

8(cc,dd,ece)

9(a,b,d,c,g8)

10a(1,2,4,5,9)
10a(7,8)

E=3.90
E=1.99
E=1.39
E=1.07

E=4.08

E=2.63
E=1.15

E=3.34
E=1.51
E=1.09

E=2.39

E=2.23
E=1.33

E=1.37

8x(1,2,3.4)
E=1.02

E=2.36

E=3.28

E=2.83
1.39



13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

values teacher control 10b(1.2,4) E=2.28
values individual development 10b(5,6,7) E=1.22
concerns for immediate relevancy 10b(3) E=1.04
14. CHARACTERISTIC OF VALUED FACULTY-SKILLS
instructional strategies 11a(4,6.7,8) E=3.08
overall professional competence 11a(1,2,10) E=1.85
research-related capabilities 11a(3.5) E=1.23
1S. CHARACTERISTIC OF YOU-SKILLS
instructional competence 11a(1,4,7,9) E=2.67
research-related competence 11a(3,5) E=1.50
16. DIFFICULTY FOR YOU-SKILLS
instructional competence 11a(1,4,7.9) E=3.31
rescarch-related competence 11a(3,5) E=1.35
knows how to work the system 11a(10) E=1.01
17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES,
VALUES
committed to values of good teaching 11b(1,2,3,5,6,7,8) E=3.97
committed to the organization 11b(9,10) E=1.53
committed to research 11b(4) E=1.70
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
committe¢ to the academic community 11b(7,8,9,10) E=3.15
committed to work ecthics 11b(2.3.5.6) E=1.30
committed to teaching aad rescarch 11b(1,4) E=1.11
19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY
humanistic 11¢(1,2,3,4,5,6,7) E=4.70
hard-driven 11¢(8,9,10) E=1.89
20. CHARACTERISTIC OF YOU-PERSONALITY
integrity 11¢(1,2,6,7,10) E=3.72
openncss 11¢(3,4) E=1.63
hard-driven 11¢(8.9) E=1.01
o




IWO-YEAR PUBLIC

Eactor _Namec

1, ENVIRONMENT

institutional support of faculty affiliations
institutional support of faculty development
colleague support

colleague commitment to teaching

student abilities

2. SELF-EFFICACY

influence department governance
influence institution's impact on me
control over non-tcaching activitics

3. TEACHING
require student research assignments

4. PROFESSIONAL ACTIVITIES
on-campus professional development
colleague network professional development

5. RESEARCH

active scholar

active researcher

active in professional activities

6. SERVICE
campus service involvement

7. INSTRUCTION
benefits to students
teacher goals

8. DEMOGRAPHICS - CAREER
salary satisfaction

9. RESEARCH SUPPORT
institution and govermment rescarch support
private research support

10. GRANTS, PUBLICATIONS, FELLOWSHIPS

publication activity
grant proposal activity

11, CREDENCE
colleague and administrator evaluation

12. BELIEFS ABOUT STUDENT OUTCOMES
student intc.est in leaming
student needs

O'aire |

1(c,i,t)
1(d,e,s)
1(f.q)
1(0.p)
1(1l,r)

2(b.f.k,m)

2(c.g.i)
2(c,h,i)

3(a,d-h)

4(a,d,f)
4(e.g.i)

5(a,e.;.k)
5(k,n,i)
5(f.g)

6(b,c.d.c)

7(b,d.e,f.g)
7(a,c)

8(o.p)

8x(1,2,3)
8x(4,5,6)

8(cc,dd)
8(y,aa)

9(a,b,d,z,8)

10a(1,2,4,5,9)

10a(7,8)

Eigen Value

E=341
E=1.78
E=1.66
E=1.13
E=1.08

E=3.56
E=1.35
E=1.19

E=3.53

E=285
?

E=3.51
E=1.40
E=1.17

E=2.59

E=2.45
E=1.21

E=1.15

E=19S§
E=1.19

E=2.42
E=1.45

E=3.18

E=2.64
E=1.34



13. BELIEFS ABOUT OPTIMAL UNDERGRADUATE LEARNING

teacher sets course content and pace 10b(1,2) E=2.15
students involved in choosing content 10b(3.4,5) E=1.31
student competition 10b(6,7) E=1.08

14. CHARACTERISTIC OF VALUED FACULTY-SKILLS

teaching skills valued 11a(1,2,4,6,7,9) E=3.65
rescarch skills valued 11a(3.,5) E=1.71
political skills valued 11a(8,10) E=1.06
15. CHARACTERISTIC OF YOU-SKILLS
teaching skills 11a(1,4,6,7.8,9) E=2.62
research skills 11a(3,5) E=1.38
16. DIFFICULTY FOR YOU.SKILLS
difficulty with teaching skills 11a(1,2,4,6,7,9) E=3.31
difficulty with research skills 11a(3,5) E=1.49
difficulty with political skills 11a(8,10) E=0.90
17. CHARACTERISTIC OF VALUED FACULTY-BELIEFS, ATTITUDES, VALUES
professionalism 11b(1,2,3,5.6,7,.8)E=4.66
institutional commitment 115(9,10) E=1.46
rescarch commitment 11b(4) E=1.03
18. CHARACTERISTIC OF YOU-BELIEFS, ATTITUDES, VALUES
professionalism 11b(1,2,5,6,7 E=3.04
institutional commitment 11b(9,10) E=1.33
scholarship 11b(4,8) E=1.10
19. CHARACTERISTIC OF VALUED FACULTY-PERSONALITY
helpful and likeable 11¢(1,2,3,4,5.6,7)E=4.89
competitive and ambitious 11¢(8,9,10) E=1.80
20. CHARACTERISTIC OF YOU-PERSONALITY
helpfulness 11¢(1,2,7) E=3.44
likeability 11¢(3,4,5.6) E=1.56
competitiveness and ambition 11¢(8,9,10) E=1.00
N

s
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