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Abstract:

The problem of this study was three-fold: (1) to describe faculty development as it existed in the
Montana University System from 1980 to 1987 and in three representative types of institutions within
that System, (2) to determine if a relationship existed between participation in faculty development
activities and the variables of academic rank and subject-matter affiliation, and (3) to assess how
faculty perceived the effectiveness of faculty ' development activities.

Faculty development at the System level consisted of the Faculty Vitality Project, a three-year grant
from the Northwest Area Foundation. The project, administered from the Office of the Commissioner
of Higher Education, funded development in the six units in the System, especially those activities that
encouraged inter- and intra-institutional cooperation. Faculty development at the institutional level
consisted of a variety of activities that provided assistance to the faculty to conduct research, to design
instruction, and to pursue other areas of personal and professional development. These activities
included competitive grants to the faculty, sabbatical leaves, and travel to professional meetings.

The population consisted of 544 faculty members at the three institutions of higher learning. A random
sample of 192 was drawn for the purpose of conducting semi-structured interviews. Sixty-five (33.9%)
faculty members agreed to be interviewed.

Participation in faculty development was independent of academic rank and subject-matter affiliation at
Eastern Montana College and Montana College of Mineral Science and Technology. Participation was
not independent of academic rank and subject-matter affiliation at Montana State University. Faculty
perception of effectiveness of faculty development activities was independent of academic rank,
subject-matter affiliation, and participation. Faculty members participated in development activities in
order to remain current in the profession and to avoid professional isolation. The majority of the
respondents suggested that faculty development was effective, but inadequate. The perception was that
faculty development was encouraged by faculty and administrators, but the necessary resources were
limited or nonexistent. The limited resources created tensions among faculty members and institutions
in the System.
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ABSTRACT

The problem of this study was three-fold: (1) to describe faculty
~ development as it existed in the Montana University System from 1980 to
1987 and in three representative types of institutions within that System,
(2) to determine if a relationship existed between participation in faculty
development activities and the variables of academic rank and subject-matter
affiliation, and (3) to assess how faculty percelved the effectiveness of faculty
) development activities. : :

Faculty development at the System level conS|sted of the Faculty Vitality
Project, a three-year grant from the Northwest Area Foundation. The project,
‘administered from the Office of the Commissioner of Higher Education,
funded development in the six units in the System, especially those activities
that encouraged inter- and intra-institutional cooperation. Faculty develop-
‘ment at the institutional level consisted of a variety of activities that provided
assistance to the faculty to conduct research, to design instruction, and to
pursue other areas.of personal and professlonal development. These
activities included competitive grants to the faculty, sabbatical leaves, and
travel to professnonal meetings. .

The population consisted of 544 faculty members at the three institutions
of higher learning. A random sample of 192 was drawn for the purpose of
conducting semi-structured interviews. Slxty-flve (33 9%) faculty members
agreed to be interviewed.

Participation in faculty development was independent of academic rank
and subject-matter affiliation at Eastern Montana College and Montana
College of Mineral Science and Technology. Participation was not indepen-
dent of academic rank and subject-matier affiliation at Montana State
University. Faculty perception of effectiveness of faculty development
activities was independent of academic rank, subject-matter affiliation, and
participation. Faculty members participated in development activities in order
to remain current in the profession and to avoid professional isolation. The
majority of the respondents suggested that faculty development was effective,
but inadequate. The perception was that faculty development was encour-
aged by faculty and administrators, but the necessary resources were limited
or -nonexistent. The limited resources created tensions among faculty
members and lnstltutlons in the System. :




CHAPTER 1
INTRODUCTION

American higher education from the mid-1850s to the mid-1980s encoun-
tered dram‘atic ‘changes, unparalleled in history. Student enrollmeh‘té
increased from 2.5 million in 1955 to 6.8 million in 1974 as the "Baby Boom
Generatioﬁ" moved through colleges and universities. This rapid inc}'ease in
enroliments precipitated grthh in personnel and facilities. Demand for
faéulty grew from 266,000 in 1955 to 633,000 in 1975 and the physical
facilities for higher education doubled during this same. time (Keller, 1983).
By the mid-1970s, however', enrollments at most insfitutions began to stabilize
or drop.. Financial resourceé, which were directly related to enroliments, -
declined as well. | ‘ 

| From fhe mid-1970s to the mid-1980s higher educagtion‘ contihuedﬁ foi
experience de’cliﬁing enro‘ﬂments énd diminishing resources. The fixed costs .
. of salaries and Sewices increased while funding often fluctuated frém one
year to the next. An obvious result has been the feductioh and el‘imina‘tion-‘
of féculty positions, programs, and services. Forecasts indicated that many _
of these conditions would prevail into the 19905 (Cameron, Whétten, Kim &

Chaffee, 1987; Hansen, 1985). As a consequence, higher eduéation in the
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Unitec_t States‘encountered ditﬁculty adjusting to change. Institutions shifted
trom Iong-rangeplanning for program expansion to strategic planning for
survlval,, With a significant impact on the faculty (Keller, 1983).

SoCio-economic conditions affected institutions of higher education in
such' a way as to make faculty less mobile. Job mobility, which had been
considered to be a primary factor in faculty promotion and performance, all
but disappeared.(Shulman, 1983).' The annual turnover rate in tenure-track
posrtrons in the 1960s was about eight percent That figure dropped to two
percent in the 19705 and decllned further in the 1980s. As the optrons for job
mobrlrl:y decreased, faculty "and mstrtutrons made more long-term commit-
ments, and the professional careers ot the faculty became more closely tied
to the institution. Hansen (1985) suggested that most faculty were likely to
remain in their current positions until retirement. The resulting phenomenon
has been called "the graying of the professoriate" (Levin & Stephan, 1989).
Corwin and Knepper (1978) reported that the median age of faculty in 1978
was 47 years. ‘Within the next decade that age could climb into the upper 50s
(Hansen, 1985) Loss of job mobility and decline in new hires created a
closed |nst|tut|onal cllmate (Gaff, Festa & Gaff 1978) Fewer faculty members
had the optlon of movrng from one institution to another - ‘

- There contlnued to be wrdespread agreement among scholars in hrgher
educatlon however that the faculty is at the heart of an |nst|tut|on (Smrth

1978). Inthe performance of their dutles faculty members give meanrng and
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h_ildentity.to colleges and universities. l‘nstitutional prestige or reputation,
"'vvhether in teaching or research“‘resmted trom the faculty’s 'ettorts and the
well belng or vrtaluty ot the faculty otten mdrcated the health of the institution
(Dressel 1981) |

| 'l'hus, nnstltutnons of higher learning, including public i_nstitutions in
Montana and the ‘northvvestregion -were confronted'With finite resources and
| | decllnlng student enrollments Economrc rnstabilrty generated concern about
.adequately fundlng quallty educatlon (Commssnoner of ngher Educatlon
1986) lnstltutlons needed to make decisions cntrcal tor malntarnmg faculty

| vrtality in tlmes of nnstability Such decisions have been subsumed under the

e general torm taculty development

The Montan;a- University System promoted taculty devel‘opment (also
’called renevval‘ or vitality)\‘in tvvo sper;itic areas: the Faculty Vitality Project in-
the University System as a'whole, and taculty developme‘nt activities at each
of the SIX mstrtutrons comprusmg the System. The Faculty Vitalrty Project, a -
“‘grant from the Northwest Area Foundatlon funded a System-wide ei‘fort for
renewal in three areas: (1) taculty" retraining and -reallocation (2) faculty :
exchanges and (3) rnstructuonal rmprovements responsive to shifting student.
needs and mterests wuthln the state (Rice, 1985) The development actlvrties
at the six |nstrtutnons in the Montana Umversnty System were intended to

support the respective needs of each taculty Thus efforts for vitality have
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been at the System and thé‘institutibnal levels, alihough System support has
“dwindled over the past few years.

Faculty develbpment. a concept that hés become popular in higher
education‘circles in the last two decades, had no one universally accepted
defini_tion (Gatff et‘ al., 1978). A wide rénge of activities and programs
occurred under any of the definitions. 'Moreovaér. Centra (1976) found that
different types of faculty development programs existed at different types of

. colleges and universities.‘ For example, large universities tended to use such
fraditional.practices as sabbatical leaves while smaller colleges emphasized
instructionél irﬁprovement programs. |

. Research indicates that faculty developmem existed for the general
purpose of improving faculty performance (ergqulst & Phillips, 1975; Mathis,
.1980; Menges, Mathis, Ha!libumon, -Marinc'ovich & Svinicki.,z 1‘9?88). Perfor-
mance vlmeasur_es : rénged from sirﬁply counting the vnum’be‘rr of research

publications at one extréme, to determining a "service" compohem by faculty

‘ ‘me‘mb;ership on institutional committees at the other extreme. Between thése
: eXtrerﬁés were such measures as student ratings\ of teaching effectiveness
and the dollar amounts of gran{s; recsived. BIaCkbﬁrn, Pellino, Boberg and
O’Connell (1980) and Lawrence and Blackburn (1988) suggested that faculty
who are productive are productive in all areas. Allison and Stewart (1974)

‘found that productive faculty members remained productive {hroughout their

careers.
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| V“:Sztudies. demonstrated that 'facUEty ‘aﬁitudels and behaviors intended to
imprbvé ﬁerformance.were influerﬁéed significantly by such characteristiés as
~academic§ rank (ﬂ_'askamp,, FO\WIGE’ & Ory, 1982),-age (Baldwin & Blackburn,
1981), and Sije'ct-matter affiliation (Sta}'k & Mbrstain, 1978). Thus, mény
attributes affected faculty performahce; i.e., faculty are not monolithic, and
diﬁerenc.es;mu's,t be taken into account.

.Research-findings (Baldwin, 1985; aidwin & Krotseng, 1985; Bland & -
Sq‘hmitz, 1988; Centfa; 1-9;85) identified a comprehensive list of incentives for
ehhancing facﬁlty vitality and improving performance. The list emphasized the
need to create a climate conducive to vitality, to maintain flexibility that allows
for individual faculty differences, and to strengthen the important role of
aéad;emié Ieadershig;. Yet diﬁerent types of institutions of higher learning
must choose frpm this list only those incentives or activities which seem most
likely to be effective for their own- respective clirhateé. ‘Such choices or

' decisions must take into account differences not only in faculty character-

istics, but also differences in and among campus climates.

Statement of the Problem

The problem of this study was three-fold:
' (1:) .to describe faculty development as it existed in the Montana University

Sys‘tem from 1980 to 1887 and in three representatlve types of institu-

tlons within that System;
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@ to ‘determine if a relationship existed bétween participation in faculty.
developmént activities and the variables of academic rank and 3quect=
matier aﬁ‘iliatién; and

(3)‘ “to assess how faculty perceived the eff@étiveness of faculty developrhenf

activities.
Need for the Study

This study was intended to contribute to the research literature in the
following ways:
(1) by providing information about the commitment to faculty development

at two levels -- the institution and the state system;

 (2) by providing information about the relationships between the variables of

academic rank, subject-matter affiliation, and participation in faculty

“development activities; and

(3) by providing information relevant to faculty effectiveness in public

institutions that 'arev not major research universities. in urban or suburban
settings, but instead are smaller, regional institutions of higher learning

~ in a rural setting.

~ Conrad and Blackburn (1 985)jdentﬁfied a need for research about facuity

in colleges and universities which are neither prestigious nor major research

institutiqns in relatively large urban areasf'. Blackburn (1985) sujggested that

P r—r e
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future research examine the relationships between selected variables and -
subsequent faculty performance.

Research in the area of faculty development may affect decision-making
at the state and institutional levels byh indicating whether '-oir not faculty
development is percelved as being successful and/or effective with whom and

under what condltlons ‘Since institutions of hlgher learnlng in the state of |

e Montana serve a diverse and sparse population that is predomlnantly rural,

research in the area of faculty development ina rural settlng adds a potential-
’ Iy important context for understanding faculty behavnor and productnvnty The

" lmportance of lnvestlgatlng faculty development could help plan for the future
of hlgher educatlon in the state (Blacl(burn 1985 Bland & Schmltz 1988;

| _ Centra 1985; Smlth 1978)

The genetal guestions to be answered in‘ this study were:

- (1) What types of activities- constituted faculty development at the System
level in the Montana University System from 1980 to 1987'? |

(2) What types of activities constltuted faculty development at the three
representatlve institutions from 1980 fo 1987‘?

~ (3) What were the characteristics of the population who participated in

lfaculty development activities from 1980 to 1987 at each institution in

- terms of academic rank and subject-matter affiliation?




(4)
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What were the characteristics of the population who did not participate

in faculty development activities from 1980 to -1987 at each institution in

| terms of academic rank and subject-matter affiliation‘?

) Ho
)

-

-matter affiliation‘.

@

How did the respondents define faculty development‘?

--‘-Th;e" following null hypotheses were tested at the .05 level of significance:

Participation in faculty development activities is independent of academic
rank

Participation in faculty development actiyities is independent of subject-

Faculty perception of effectiveness of faculty development activities is

g mdependent of academic rank

@

Faculty_ perception of effectiveness of faculty development activities is

i"ndependent of subject-matter affiliation.

®)

Faculty perception of effectiveness of faculty development activities is

| ' mdependent of part|C|pat|on

General Procedures

The general methodology employed both empirical and antnropological

inguiry. Research was conducted during 1987 at three institutions in the

Montana Umversnty System: (1) Eastern Montana College (EMC), (2) Montana

. ."f'-College of Mlneral Science and Technology (TEGH), and (3) Montana State

.'_'.-Univ,ersny (MSU). The data for this study came from a comprehensive review
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of the documents relevant to.faculty development activities at the'System level -

| and at each institution. Also, data were gathered from interviews with

- selected members of the faculties as they described their own campus culture

and from observations made during the interviews. The general procedures

were the following:

0
2

@

" and the non-participants according to the variables of academic rank,

(4)

Obtain permlssron from the three institutions to conduct the research
Conduct a review of the documents relevant to faculty development
activities at each institution.

From these documents describe the characteristics of the participants

and subject—matter affiliation.
ldentrfy and mtervrew selected. members of the faculty at each mstrtutlon

so as to ellcrt mformatlon ahout the percelved effectlveness of the faculty.

o ‘development activities for |mproved performance

)

(1)

Analyze the data from the document reviews and the lnterwews using

descnptlons of the programs, content analysis, and Chi- Square Test of

'lndependence.

Limitations and Delimitations of the Study

This study focused on only three institutions in the Montana University
System:' Eastern Montana College (EMC), Montana College of Mineral

Science and Technology (TECH), and Montana State University (MSU).




(2)

3)

(@)

(5)
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These three institutions were chosen to provide a representatlve set of
colleges and universities in the Montana University System and similar
types of |nst|tut|ens in American Higher Education (Car-negle Councnl,
1980). Those selected for purposes of this study were "EMG, a liberal
arts--c;ouege With an academic 'fo-ces on teacher education; TECH, a
professional school which serves the mineral sciences and3 related areas;
and MSU, a doctorate- -granting umversnty in the Iand -grant tradition.
Only those faculty development activities in exnstence from 1880 to 1987
were consldered part of this study.

The, cellection of the data was deli‘mited to documents available throt:gh
the three mstntutnons of higher Iearnlng, the Offlce of the Commnssnoner
of ngher Educatlon of Montana and mterwews wnth selected members

of the faculty currently in resndence.

The size of the sample was potentially small depending on the number

- of faculty in.residence being served by the faculty develepment activities.

This study was delimited to those faculty who had a terminal degree and
who held the academic rank of assistant professor, associate professor,
and full professor. Non-tenure track, part-time faculty, lecturers, instruc-

tors, and faculty who were on leave were not included in the' population.
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professor associate professor, or full professor. (The term does not

AN @
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Definition of Terms

Academlc rank. Synonymous' with professional rank, i.e., assistant

include instructor or Iecturer.,)

Anthropological method. In anthropology, field work (data gathering)

‘and analysis pr0ceed almost sim‘ultaneously. The researcher makes
contact with a social group and attempts to understand and descrlbe it
| \by talklng with group members in order to ldentlfy primary respondents

. In turn, mtervrews with prlmary respondents _llterally make sense of the

group’s social behaviors so as to enable the researcher to perceive the

structure of cultural norms and patterns. The purpose of the anthropo-

':‘Iogioal method is to understand and describe a culture in terms of itself

M
; 'sometlmes why they do it (Tlerney, 1988)
(4)

. and not in_terms of an externally imposed 'struct'ure (Fetterman 1982).

Q'ultur | Deflned as what groups of people do, how they do it, and

aculty Vrtallty Project. A multi- |nst|tut|onal grant from the Northwest Area

o Foundatron to the Montana Unrversrty System The project funded faculty

renewal in three central areas: (1) faculty retraining and reallocation,

~ (2) faculty exchanges (betWeen\campuses), and (3) instructional improve-

: ments within the system.

/




(5)

© M

o

(8)

(8)

.12

Montana University System. _The Montana ‘University System, established
by Congress in 1881, is goMerned by a ’Commissioner of Higher Educa-
tion-and a Board of Regents. There are six university units in the
System:‘ (j) University of Montana at Missoula, (2) Montana State
University at ozeman (3) M’ontan‘a College of Mineral Science and.
Technology at Butte, (4) Western Montana College of the Umversnty

of Montana at Dlllon (5) Eastern Montana College at BI"ll’lgS and

| (6) Northern Montana College at Havre (Montana Code Annotated 1989,

Sec. 20-25-201, pp. 357—358).

ent. Those faculty members who did

not part|C|pate in faculty development actlvmes on campus or in the

| System

Participants in faculty development. Those faculty members who parti-

cipated in faculty development activities on campus and/or in the System.

‘Productivity. In this investigation this term is more broadly defined, rather

than limited to a counting of-published articles, monographs, boOks and
the like. Here, productl\nty means publlcatlons research in progress
teachlng etfectlveness course or program development and service to

the institution and the profession.

Subject-matter _affiliation. Defined as academic area, not academic

' discipline or department. That is, this study assumes four sobject-matter

affiliations (Stark & Morstain, ‘l 978):
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(a) Huménities -- an academic‘\ area composeg_:l of the followi‘ng subject-
matt'ers_-: -English, Rhetofic,‘Fc":reign Languages, Histdry, Speech-
| .Thea’;re, Alrt and Music. o |
(b) Soci‘él_ Science -- an academic area composed of the follbwing
squect-matters: Psychology, Sociology, Anthropology,, Speech
Cdmfnunication‘, and Econorﬁics.

(c) Najt’uiral\ Scien¢e - an ééadem‘fc area cbmposéd of the following
éubject'-matters: Chefniétry, .Bi‘ology, Microbiology,. ;Physiés,. Math, B
and Geology (Earth Science); |

(d)y Pfofessional Studies --an academic area composed of the following
subjedt-maﬁer fields:- Business, Educatién, Engineering, and Health
| Pfofeséions (e.g., NurSihg).

.The first procedufe in this study was to conduct a réview 6f the litérature '

and related research. This review is found in Chapter 2. -
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CHAPTER 2

- REVIEW OF LITERATURE

The review of literature is organized into three ‘categories: (1) recent
* trends related to declining enrollments and diminishing resources in American
higher educatiOn', (2) f_aculty charac_:teristics, and (3) faculty development.
Thé first category foéuses on societal trends pertinent to this étudy
é_nd is relatively -complete. However, the review of literature' for faculty
' characteristids draws primarily from Martin J. Finkelstein’s (1984) The

American Academic Profession. Finkelstein has und'ertaken‘ a review of the

systematic studies in an otherwise enormous body of literature.. Similarly, and
for the purpose of this study, the review of literature related to faculty
devel'opmént prior to 1980 concentrates on Barbara Stordahl’s (1981) Faculty

Development: A Survey of thé Literature of the *70s and Claude Mathis’ (1982)

Faculty Dévelopment. The body of literature concerning faculty development

_ 'and‘faculty characteristics is immense and the complexity would tend to

confound the reader.
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Recent Trends Related to Decllnmg Enrolliments |
' and Diminishing Resources in American

Higher Educatro

The literature on American hig‘h‘er education from the early 1970s to the
mid-19§0s revealed declining student enrcllments and diminishing resources.
Centra (1980) found that student enrolliments began to shift as the "baby-
boom" populetioh ‘moved ‘through the 18 to 22 year-old age bracket.
Although enrollrnents in institutions of higher learning had more than doubled
during the 1960s, there had been a rrlodest two to four percent increase ‘jby
the end cf the 1970s. Centra projected enroliments, across institutional types,
to decline from eight to nine percent during the 1980s. Parker and Zammuto
- 986) found that enrollment decline in their sample of 56 institutions of hlgher
education averaged 12 percent.

Peterscn-(1984) and Mortimer, Bagshaw and Masland (1985) suggeste‘d
tltat a num‘ber of envi‘ronmentel factors contributed to the scarcity of
resources available to higher education. Declining student enrollments and
the econcmy' at the federal and state levels were critical. lEnrollment and
funding et most public institutions were directly related. A decline ir\ evaileble
students precipitated' a reduction in financial resources. |

'Other studies found that the changing‘ educational climate adverse‘ly"
affected administrators artd faculty. Shulrrtan -(1 983) determined that adminis-

trators faced loss of flexibility in the performance of their duties and that they
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tended to focus on student-faculty ratios and finances. Faculty, on the other
-har'\d, confronted job dissatisfaction, stressful working conditiqns, and loss of
the prospects for advancement (Caﬁére‘lla, Armour, Fuhrmann & Wergin, |
1989: Cameron et al., 1987; Kanter, 1979).
‘According io Furniés (1981), career opportunities for the faculty dimin-
ished over the past decade. Fewer pos'itions.at most institutions limited the
| .chénce for faculty to move from one position to another; Nelson (1983)
suggested that this loss 6f mbbflity produced two concerns: (1) it forced
| fabulty and institutions to make more long-term commitments, and (2) it
_threatened f_aculty morale. Harshbarger (1989) fbund that facﬁlty commitment
.t_o the institution.was U-shaped in distr-ibution. Full and assistant professors
had identical mean scores of high commitment while associate professors had
'éignificantly lower levels. He identified associate professbrs as being at risk
for commitment and.low morale.
The Carnegie Council‘ on P.dlicy Studies in Higher-Education (1280)

revealed that appfoxihéte’ly 40 perc‘:ent of tenured fac;)lty in four-year coll‘ejg'es
- and universities were between the ages of 36 and 45. These,.daté WQre' '
projected to change to 40 percent between the ages of 46 and' 55 by the year
1890, and 45 percent between fhe éges 6f 56 and 65 by ‘the year 2000. The
~ demographic data suggesfed_that:the trend Was cléarly_in the direction of
older faculty. The resulting pheniomena was labelléd the graying of. the

 faculty" (Hansen, 1985; Séhuster,'1985);
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A lood'y of literature projected the. current trends into the year 2000.
Glenny (1980) ‘and Peterson (1 984)‘.repre'sented a consensos of opinion that
the climate in Amerlcan higher education will be unstable well into the 1990s.
With the loss of mobllity and a stressful worklng envrronment the aging
‘ faculty wlll require institutional assistance to remain vital and productive

(Hanson, 1985; Nelson, 1983; Peterson, 1984; Rice, 1985).
_ Faculty Characteristics

Related r'esearch_on facUlty characteristics expanded enormously during
. the 1960s and 1970s as hlgher educatlon shlfted from growth to reduction.
' -kaelsteln (1 984) completed a comprehensrve review of this Iiterature He
~ found that much of the research focused on f.aculty workload (what faculty do
" when they'do what "ti_fey do). He noted that the variables which influenced the
perforrnance of professional tasks included academic rank, age, institutional
: type_,..andsu'oj'ect-matter affiliation. -
While rnost studies rep.o.rted‘that faculty workload primarily involved
" teaching and "r.esearch the. focus of efiort vl/as ,on the form‘er.“ Finkelstein
"(1984 . 87) concluded: | | | |
The Amencan academic professron is essentlally a teach-
-ing as opposed to a scholarly profession. By a three-to-
one majority, American professors have consistently

reported their interests as focusing more on the teaching
B than on the- research component of their role. .
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" Fulton and Trow (1974) found that institutional context significantly
influeﬁcéd faculty workload. | Faculty at reseérch universities‘r‘eported én
integrative role. They tended to ‘teach, to do research, and to be involved
with‘,adminis:tra‘tion, Faculty at most cher institutioné served in a more

-fragmehted role. Different faculty did different things; some taught, some

* conducted research, and others were involved in administration.

o ‘Studiejé by Borland (1‘97@) and De\lri“eé (1975) concluded that faculty

members determined the particular emphasis that they wanted to place on
various professional activities, either in teaching or in research, and in making

such decisions faculty were influenced more by internal standards than

: _anyt‘hi'ng else.. External incentives to perform various tasks appeared to have

- little effect. McKeachie (1979) supported the hypothesis that faculty behavior

was motivated more by intrinsic factors than by external rewards.

Finkels'tei‘r‘l‘ (1984) found ihat publication activities and teaching were

- mentioned most often when repérting workload. The type of institution -and

its prestige were found to be significant prédictors_ of publication activity and
research prbductiyity .(Blackbum, Behymer & Hall, 1 978; Blau, 1973; Fulton

& Trov_v,_ 1974; Long, 1978; McGee & Ford, 1987). For example, university

~ faculty at a prestigious institution 'tendled to publish more often than their

peers at a less prestigious‘college.
In addition to institutional type, the related research showed that academ-

ic rank, ége; and subject-matter affiliation influenced publication activity. Blau
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~ (1973) and Fulton and Trow (1974) reported that natural and social scientists
Were more orvientedl to research than faculty in education, humanities, and
professional studies. McGee and Ford (1987) concluded that most productive

researCher-s represented the social and biological sciences. In terms of

5 number of publlcatlons the natural scnentlsts tended to be the most produc-

. tive, followed by the somal scientists and then faculty in the educatlon

humanities, and fine arts areas (Blackburn_et al., 1978; Blau, 1973; Coltrin &
Glueck 1877; Fulton & Trow, 1974).
| lackburn et al. (1978) and’ Fulton and Trow (1974) found that faculty at
| the hlgher ranks tended to publlsh ata hlgher rate Senlor faculty published
‘more often than their junlor colleagues, albeit these flndlngs did not fully
explaln the reasons why. Fulion and Trow (1974) prowded some explana—
tlons: job constraints, less opportunity, and knowledge of publicati'on
| procedures.' | | - |
While puollcation activity increased with rank, several studies showed that
it declined with age (Bayer & Dutton, 1977;‘ Behymer, 1974; Iackburn etal,
1978; Fulton & Trow, 1974; Roe 1972). Bayer and Dutton (1977) noted that
. publlcatlon actlwty over time was not linear. 'l'hey found that the curve of best
fit was blmodal or "saddle—shaped " ln general faculty tended to publlsh early
in thelr careers (about 10 years after award of the doctorate) and jUSt before
retlrement Parsons and Platt (1968) suggested that research prlontles of

faculty shlftecl with age from empirical to theoretical studies. Levin and
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Stephan (1989) corrcurredwith Parsens and Platt in that facm.iity research
| em_phasis changed over time. However, chronological age was a weai(
predictoref'facmty performance,. | - |
| Finkelstein (19854)“ concluded that teaching, like publication activity, was
related to the variables of institutional type, academic rank, age, and subject-
" matter affiliation. Gaff and Wilson (1975) found tha'i institutional type account-
ed for morevariance in teaching practice than individual faculty preferences.
Therefbre, inetitutionalcoritext influ‘eneed teaching praetice. -Difierent kinds
of institutions had different expectatiens. | |
Stark and Morstain (1978) concluded that educational goals for teaching
varied by subject-matter afiiliation. The approach to teaching depended, in
part, on the academic discipline. They fourd that ‘faculty in the natural
' scienceewere etrohger advecates' fer career preparation while humanities
faculty were ieaet iikeiy‘to support career preparation. Faeulty in tire social
sciences _Were the strongest proponen'is for general education, and the
natural scientists the weakest.
The related research clearly supported the hypotheses that relationships
existed bstween faculty workload and selected variables of academic rank,

‘age, institutional type, and SUbjecf-matter affiliation.
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- Faculty Development

Faéulty development is not a new phenomena in American higher
‘ edﬁcation. 3 Mathis (1982) suggested that leaves of absence and financial
assistance for travel represented two ways that institutions heiped facuity
improv'é scﬁolarship. Stordahl (‘1 081) founid that faculty development
expanded during the 1970s to incIUde activities for personal, professional, and
‘orgjan'izational improvement. Mathis (1982) identified three major factors that
stimulated“th;e. literature: (1) student proteéts in the 1960s that éoncerned
improvement in teaching, ‘especially‘at the Qndérgradua‘te ievel; (2) decline in
étudent‘ enroliment; and 1(3) the changing nature of traditional careers in
| higher educétion. _ | |
Mathié (1982) and Stordahl (1981) idéntified different models for faculty
development prograrhs. Stordahl reported that more than 50 percent of"the
institut?gns of higher Iveai.'ning had established programs by the mid-1970s.

These ‘programs ranged from the very practical (e.g., faculty review their own

courses for change) to the more theoretical (e.g., systematic design and = .

'implementatiogn of instructioh). The type of program varied from one ‘institu-
tion to another. However, certain practices were common among the different
institutions; for example, most programs addressed instructional and/or

personal development.
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Translating the principles earlier set forth by Mathis into models,

ergquist and Phillips (1975) proposed a model for faculty development which
incorporated three major components: (1) personal development, (2) instruc-
tional develcpmént, and (3) organizaﬁion'ai development. The authors
explained:
Since piecemeal efforts to improve college and university
teaching have generally proven ineffective, we must turn
to a comprehensive approach to faculty development,
through which we can develop new methods of evaluation
- and diagnosis, find viable ways of introducing new tech-
- nology and curricula, and explore new approaches to
instructional improvement. Faculty development must
give serious attention to the impact of change on the
faculty' member himself and on his institution. Organiza-
tional and personal development thus become essential
to faculty development. (Bergquist & Phillips, 1975,
p. 177) : ,
For Bergquist.and Phillips an effective faculty. develdpment program required
change at threé‘levels: attitude, process, and structure.

- Toombs (1975) proposed another model for fadulty development that
emphasized three dimensions: * (1) the profeéSionaI dimension, (2) the
curricular dimension, and (3) the institutional dimension. He attempted to link
~ the career stages of faéulty with the program. As the faculty progressed
through different career patterns, they had different needs for development.
Toombs argued that the effective program tried to meet those éhan‘ging
" needs. |

Francis (1975) presented still another, mUltistage model for program

implementation that also emphasized three stages: (1) the consciousness
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| ra%is;ing stage, (2) the-fecaaiaaviiareneee stage, and (3) the subsidiary-awareness
vstagei Stage one challengeéd the attitudes of faculty to increase awareness
of develep‘ment Stage two concentrated the attention of facuity toward new
attitudes of development and stage three establrshed more firmly the new
attltudes Frande (1975 p 730) stated
'it is possrbie that, in large instrtutions the- stages of
awareness will be different in smaller subdivisions such as
colleges, faculties, even departments. Knowing this may
lead program planners to design different approaches for
different units, or to spend extra time and effort estab-
- lishing a homogeneous awareness level throughout the
rnstitutron

| Vianous other models ‘tor'facuit‘y development have been utilized. Simeriy

(1977) proposed a multilevel model that included more faculty involvement in

program planning. ergquist and Shoemaler (1976), used the case study

approach for their model. Gatf (1975) encouraged student assessment of
. teachrng eftectlveness in hre model ior faculty development.

Mathis (1982) found that the expansion of faculty development programs
in the 1970s was supported primarlly by foundation monies. A maijority of the
related research was a result of the evaluation of these projects. In 1971 the
. Carnegie Commission supported a project by Eble (1971) to determine effec-
tive and ineffective teaching practices inz.American colieges and universities,
in 19‘75- the Exxon Foundation funded a sttrdy by Gaff that identified 200

_ institutions of higher iearning that had programs to improve instruction The

Fund for the improvement ei‘ Post Secendary Education (FiPSE) supper’ted
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a major project by the Center‘ for the Study of Higher Education at the

University of Michigan in_19‘78., The Bush Foundation funded faculty develop-
, ment programs in the mid-1980s at colleges and 'universities in Minnesota,
| North Dakota, and South Dakota (Jorde & Young, 1987 Wood, 1985) The
Northwest Area Foundation funded a series of faculty V|tal|ty grants from 1979
to 1984. The Montana University System was a recipient of the second phase
of the Northwest Area grants. | |
Whileworking on a grant from the EXxon Foundation, Centra (1976)
'ldentified four types of faculty development programs: (1) those wnth high
faculty |nvolvement (2) those with an emphaS|s on mstructlonal assistance,
| (3) those with traditional practices, and (4) those with an emphasns on
| assessment Approxnmately 60 percent of the institutions surveyed by Centra
had faculty development programs Small four-year colleges established
programs that were run by faculty and had'high involvement. Public rather
than private.institUtions were more likely .to-focus on instructional assistance.
Programs that offered the traditional practices of visiting scholars, sabbatical
leaves and mstructional grants were found in unnversnties and large four-
year colleges Two-year. colleges had faculty development programs that
emphasized assessment. |
| ‘Traditionally, faculty development programs provided faculty members
with opportunities to- improve instructional practices"_ (Creswell, | 1985).

Although avariety of faculty development models were proposed (i.e., models
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- developed by Bergquist and Phillips, Toombs, and Simerly), the majority of

‘thfe programs focused on ihs’irué‘tional developmeht. Faculty prefer;ence‘ for
faculty dievelopment activities included sabbatical leaves, professional travel,
and assistance with instructional design (Sorcinelli, 1986; Uhlig & Haberman,
1987). |

FécUlty participation in facuilty development activities was voluntary
(C;entra;' 1985; Clarke, Cércoran & Lewis, 1986). .Reéearch suggested that
thosé faéulfy_members who ‘ne_eded-the most help with.improvement in

) te’échihg_and research were the least likely to pérticipate (Boice, 1985).
- .Univ;rsi_ti'es had lower parti?cipation rates than tWQ- or four;year ‘institutions
(Centra, 1985). | | .

As institutions of higher education confronted the continued decline of
student énréllments_ and diminishing. resources, financial support for facuity
develop‘mer‘jt' program_s decréaﬁsed‘(lackburh, '1984). Activities that were
advérsely éffected by the buyd‘get cuts included sabbatical leaves and travel
to .profession'al meetings. At some institutions the faculty development
pfogr_érﬁs we‘ré dviscontinued. Many institutions were unablé ‘tq support faculty
develbpmenft éﬂer found{atioh monies were distributed.

. The dilemma‘ for mbst coli‘eges and universities was the inadequate

- funding of faculty development during periods of decline (Centra, 1985).

Prioritization of diminishing finahbial resoui'ces and budget cuts created an

incre_ase i_n job-related stress for most faculty members (Baldwin & Krotseng,
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1985; Schuster, 1985). Stress was related primarily to inadequate rewards,
unclear job expectations, and time constraints (Gmélch, Wilke & Lovrich, |
"1'986). The res_ultipg. ‘co‘ncer‘n for faculty bumou,t‘(Brown et al., 1986; Centra;
1985; Melendez & deGuzman, 1983) called for renewed institutional eﬁ‘o.rts for
main'taining the vitality of the faculty through faculty development programs.

riginal Findings of the Faculty
| Vitality Project

The Faéuity Vitality Project (FVP). was a three-year grant from the
('NOrthwest Area Foundation (NWAF) totaling $228,000. This projectl, funded
in the Spring of 1980, was one of six proposals funded by NWAF which
focused on faculfy ‘vitality‘from multi-institutional efforts (Rice, 1985). The
Foﬁndation provided grant funds ,.to cooperative groups of colleges and |
universi;ties ovr‘ stétewide systems to coilaboréte in their efforts to address
faculty vitality; The primary mbtivation for collaboratioh was to ensure
continuaﬁon of the programs after Foundation funds were depleted. it was
~ anticipated by the Fouhdation that activities proven to be successfui would
_ be cohtinﬁed by institutional or system efforts ‘(Rice, 1985).
| The.proiect Was the result of éf;for‘ts made ‘by the Office of the Montana.
Commissioﬁer of Higher Education (Bergquist, LaTrielle & otheré, 1983).
Responding to ‘a réquest from NWAF, Commissioner John Richardson
appointed a staff member, Dr. Joseph Sicotte, to coordinate the preparation -

‘of a propqsal, Dr. Sicotte, Director of Labor Relations for the System, called -
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on representatives from various campuses in the System to assist in the

writing of thie proposal. Also, Dr. Wayne Kirschling, Deputy Commissioner of

. the lrtdiana Postsecondary Commission, served as an outside consultant for

the preparation of the proposal;; The final olratt was sobmittedl to the NWAF

- by Dr. Sicotte, Professor George Shroyer from Montana State University, and

Professor Ronald Perrin from the University of lVlontana.

According to the 1980 Faculty Vitality Proposal, the project was based on
two concepts: \(1)that an individoalfaculty member’s ‘_vitality and vitallty on
a oampos' as a whole were closely related‘ and (2) that the System should
mobilize resources exnstlng in the State of Montana to solve Montana‘
problems The predomlnant theme was "lVlontanans l-lelplng l\/lontanans "It

was postulated by the writers of the grant that inter- and mtra-lnstitutional.

' cooperatlon could bring about shared resources and expertise in the System

: (Fllce 1985)

Durmg the three years of operatlon of the Faculty Vitality Project, an

extensnve evaluation was conducted. At the end of the first year of the grant,

a formatlve evaluation was completed for the general purpose of measurlng ‘

the pro;ect S ongorng progress In May 1983, a final evaluatlon was complet-
ed for submnssnon to the Northwest Area Foundation. External evaantors'

Drs. William- Bergquist of the Wright lnstltute and Jack LaTrlelle of the

- University of Montana Law School, were hlred as principal |nvest|gators They

assembled 12 faculty members, two each from the six units in the System, to




: f.evaluatethe .FVP. This.:eyaluatiOn team conducted more than 120 interviews
wrth faculty and staff at all colleges_and universitles in theS}ystem, researched
- _ approprlate documents at theSystem and institutional levels, and recorded
n'umerous 'obsewations- from on-site‘ vlSitati'ons (Bergquist et al., 1 983) ‘
| The evaluatlon team |dent|f|ed environmental factors in the state of
-Montana that srgnlflcantly affected hugher educatlon and the Faculty Vitality

Project The first major factor concerned the geographlcal lsolatlon of the

_ state The predomrnantly rural nature of Montana presented drfflculty formost . -

‘ faculty in the System in malntalnlng contact with peers in the professlon and
in keeplng abreast of professnonal actlwty in thelr fields of study The

' perceptlon of the majorrty of faculty mtervrewed durlng the evaluation of the )

: FVP was. that they were lsolated from colleagues in the freld -- locally, in the
. System and natlonally The facuity had Ilttle or no critical mass of peer _
support with whom to concur on professlonal matters.

The second en,vrronmental factor referred to.a "deep split in the st_ate"‘
(Bergquist et al. ’1983 p. 7). Historically, there had been d|V|s|ons within the
state of lVlontana between the pralrle reglon of the east and the mountain

-region .of the west These two reglons had dlfferent histories, different
cultures and at trmes conflicting interests. The Montana Unrversrty System
. encountered these dlfferences in attemptlng to promote a unlfled approach

to hrgher educatlon in the state.
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Bergquist et al. ("i‘9?83).‘found that a third environmental factor concerned
the"i\fiontana University System and its governance. “The perception of the
faculty interviewed for the evaluation of the FVP was that the Systern.was
becoming more "managerial." The locus of control for decision-making had
shiited from the 'iacuity to central administration and to the Commissioner’s
Office. Faculty perceived that they.were being removed from the decision-
making process and that they were iosing their coIIegial culture. Accompany-
mg the change in culture was a more adversariai role between faculty and

| admlnistratlon as collectlve bargaining became a major factor in four of six
institutions (and one of the three in this study).
| Afourth envrronmental tactor related to the "newness of Ieadership" in top
admlnistratlve posrtlons in higher education in the System. There were
changes in personnel at the Office of the Commissroner, including the
Commission.er' himself, 'the Deputy Cornmissioner for Academic Atfairs, and
~in other key positions. - Moreover, at alli six ‘institutions there ‘had‘ been
changes in central administration, and five of the six presidents had been in
office fewer than five years (Bergquist et al., 1983).

After defimng a context for Faculty Vutallty in the Montana Umversﬁy
System the evaluation team addressed the organizatlon and admlnlstratlon
of the grant,- The pro;ect originated and-remained under the supervision of
the Commrssmners Office. The project was administered by an Executive

Group and a Steering ‘Committee. The' Executlve Group consisted of Dr.
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Joseph Sicotte from the Commissioner’s Otilce Professor Honald Perrln from
- the University of Montana, and Professor George Shroyer, Assistant Dean of
| ‘Education from Montana State University. ‘The Executive Group managed the
'FVP from the. preparationvof the final draft of the proposal that was funded by

’, the Northwe‘st Area Foundation to the completion of the Final Evaluation.
According to Bergquist et al. (1983), the role of the Executive Group in
- the project caused sorne administrators and faculty members to question
project owner_ship. The Executive Group was perceived as being "administra-
~ tion oriented.“ While the Group made decisions which | affected all six
institutions, tne four colleges had little input into the decisions that were made
‘which affected their campuses. A point of contention with the project
surrounded the role of Dr. Sicotte. His primary responsibility as Director-of
- Labor Relations for the System conflicted, at times, with his responsibilities to
the FVP.. 'i'hrs dual role of negotlator tor faculty contracts and facilitator for
| faculty vitality sent conflrctlng messages to many faculty and admlnlstrators
‘ Of_te_n, his onaltles were questioned. Whom did he represent, the faculty or

the Office of the Commissioner? | |

The Steering Committee members, composed of one faculty member and
one admrnlstrator from each of the six units, were chosen by an admrnlstrator
| on campus providing addrtlonai support for the perceptlon that the FVP was
administration- oriented 'i'he Commlttee as a whole, was responslble for the

| promotlon of the FVP at the Six units in the System. Also, it reviewed and
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selectecl proposals for funding. Some Committee members servecl in‘ the role
of screening all proposals submitted at that institution "before going to the
Steering Committee. Committee members were n‘ot given released time from
institutional duties to devote the necessary time to the FVP. Membership on

‘the COmmittee changed over the five rounds, and commitment to the project

varied srgnlficantly from one unit to another (Bergqurst etal., 1983) At some

institutions the project was heavily promoted by Committee members

However, efforts at other institutions were minimal and success was due

mainly to individual faculty who were_ either grant fund recipients or evaluation '

team members.

The Faculty Vitality grant contained three major areas for faculty develop-
ment: (1) _faCulty.exchan_Qe between campuses, (2) faculty reallocation
and development, and (3) revision of existing academic programs and
development of new programs (Rlce 1985). Faculty exchange involved mter-
institutional efforts to utilize resources within the System to meet personnel

needs. Faculty members from one |nst|tut|on_ transferred temporarily (for one

quarter or one semester) to another institution in the System to assist in_

~academic areas that required teaching or research Aassistance. Faculty
reallocation provided intra-instltutional retraining of faculty members from one
academic area to another or to a related area. The intent of- reallocatlon was

to assist faculty move from academic areas with decline in enrollment to areas

that were experiencing growth. Also, faculty who were 're'ouired‘ to obtain .
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terminal degrees in thelr subject areas were considered part of reallocatlon
The revision of academlc programs involved instructional design. Grant funds

~ were provided for faculty to establish new courses or to modify existing ones.
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CHAPTER 3
PROCEDURES
In this chapter the following general topics are discussed: (1) popula-
tion description and sampling procedures, (2) method of collecting data,

(8) method of orgahizlng data, (4) general research questions and statistical

hypotheses; and (5) analysis of data.

'Population Description and
‘Sampling Procedures

K The popuIation ‘of this study consisted of all full-time faculty members
| currently employed or who were employed during the faculty development
prolects at the three |nst|tut|ons Eastern Montana College (EMC) Montana
.College of Mmeral Science and Technology (TECH), and Montana State
Umversrty (MSU). Only those faculty who had terminal degrees and who held
the academlc rank of assistant professor associate professor or full profes-
sor were consndered part of the populatlon Non-tenure track part-tlme
'faculty, lecturers lnstructors and faculty who'were on Ieave were not included

in the populatlon
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'T.he population at each rinetitution was divided into tvvo.primary sub-
- groups: (1) those faculty ‘rnembers who participated in faoulty development
activities from 1‘98'0 to 19875 and (2) those faculty who did not participate in B
B faculty development activities: from 1980 to 1087. Wlthln each of the two
subgroups of the population, further groupings were based on academic rank
and subject-matter affiliation. |
" For the purpose of sarnplln‘g, the population at each in'etltutlon vvas
: classmed |nto four subject-matter areas: (1) Humanities, (2) Natural Sciences,
(3) Socral Scnences and (4) Professronal Studles (Stark and Morstaln 1978).
From the populatlon a sample of 192 was drawn The sample consisted of
~an equal number of participants and non-participants in faculty development'
activities. "~ All members of the sample vvere' -contacted via letter (refer to
Appendi_x B) for the general 'purpose of: conducting one-hour intervlews. A

Ilst of interview ques‘tions is found in Appendix C.

Method of Collecting Data

In order to collect the data for this study, the researcher gained entry to
the respective institutions and reoeived'permlssion to revievv"' relevant docu-
‘ments The Aoademlc Vice President (AVP) at each institution was contacted
| 'by letter (refer. to Appendlx A) for permlssmn to search the permanent records

relevant to faculty development and to conduct lnterwews with the faculty.
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On‘ce‘,"permiSSion was granted visits to the respective campuses were made
“by the researcher for |n|t|al |ntroduct|ons to people and records.

The methodology for this study employed emprrrcal and anthropological
| |nqurry The emprrrcal analysrs addressed faculty who partrcrpated and faculty
' who drd not partlcrpate in faculty development accord|ng to the characterrstlcs'
'. of. academlc rank and subject-matter affrllatron These data were collected
| from the documents -avallable af each institution under study For example
current catalogues or bulletrns listing faculty by academic rank and subject-
matter affrlratron were verified from permanent records

| The second method of collectlng data employed anthropological '
technrques of examlnrng faculty in cultural terms specifically institutional type

as cUIture (B. Clark, 1986). Culture is a primary domain of anthropology,

o subject-matter in whrch "culture" is defrned simply as what groups of people

) do how they do |t and sometimes why they do |t In anthropology, theory
|s used to explain, not predict (Kaplan & Manners 1972), and models are

denved organrcally (systemrcally) rather than imposed arbltrarlly (Geertz,

- 1973). Methodology proceeds in terms of prlmary respondents whom the

| researcher talks with in orde_r to determine the respondents’ perceptions and
‘_ 'conce_ption's of their own cultural norms, rules, procedures, and relationships
S0 as'to descrlbe that culture’s world view For example, in this study, faculty
development was defrned culturally, i.e., how the respondents defined the

term wrthrn therr own campus clrmate their own culture
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“The narrative ahailyses for this study were derived from data gatheréd at
the three ins_titutions and the Office of the Commissioner of Higher Education
- for the ‘S(tate4of Montaha. The methodology employed triangulat‘ion as a
means of dafa collection.  The technique of triangulation, according to Lincoln
B and Gubé ('1985), uses ‘data colléction from multiple sources, specifically from
documentation, interviews, énd observations, to provide for cross-reference
- on accuracy and credibility.
o The anthropological approach to education_ has been explained by
. Fetterman ‘(1.982), who suggested that ethnographic te_chniques and a cultural
' ‘perspective Wefe appropriate and necessary for collecting research "a‘éta:. In
such‘ a rhode of inquiry, the investigator is guided by the respondent’s or
) '-"insider’s“'pqint of view. The data fitinto an environrﬁent where the respective
'"balfts make up a whole cultur‘al‘sySte'm. | I;nhighér education, Conrad (1978)
| ‘explained the anthropological approach in terms of "grounded theory."

In general, then, data for this sfudy were collected from three primary
:e},ources’: “(‘1) .doc.ument review, (2) semi-structured interviews, and (3) obser-
» \)atibns (KOIUI_‘, 1986). A review of the documents at each institution identified
éontektual dé‘ia about faculty development activities and demographic data
about thé _character'istics of faculty Who participated and did not partiéipate
_in the activities. |
- .'The reséarcher conducted semi-structured, bu't open-ended, interviews

. with selected members of the faculty. The semi-structured interview: alIoWed




for erX|b|I|ty in the sequence of establlshed questlons The intervnews
solicited information about the attitudes of the faculty regardlng the effectlve-
ness of the faculty development activities. The interview questlons are found
in Appendix C of this document | o

The researcher'reviewed all the necessary documents and conducted all
- th-e- interviews. Responses to the intervievr)s were recorded using' written
notes by the researcher, ,aIIowingvfor consistency in o’bservation. i’he
perception was that_ the use of a tape recorder would be more threatening to
the r'espondents, and hand notes were less likely to interrupt the flow of the

“conversation than a tape recorder (Koul, 1986).

IViethod of Organizing D'ata

The data for this investigation were collected from tWo main sources:
' permanent records and interviews. The data were organized into contingency \

tables and frequency distributions. Demographlc and other |nformation that

did not lend itself to |nference were presented in descriptive and/or narrative .

form. A content analysis was used for interview data (Weber, 1985). The -
data from the.interviews were coded by categories or_themes that explained

‘the descriptions and perceptiOns of the facuity. "
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‘General Research Questions and

Statistical Hypotheses -

-O'ne component of the research addressed the context of the faculty -

development programs at each institution and was descriptive. Since faculty

development programs exist in a context, one must necessarily describe

context in terms of culture or subculture. This description tended to be

‘ narrative and addressed the foliowing research questions:

(1)

©

(3)

(4

®)

)

What types of activities constituted faculty development at the System

‘level in the Montana Unuversnty System from 1980 to 19877

What types of activities constituted faculty development at the three
representative institutions from 1980 to 19877
What were the characteristics of the population who participated in

faculty development activities from 1980 to 1987 at each institution in

'jt'e_rm's of academic rank and subject-matter affiliation?

What Were the characteristics of the population who did not participate
in faculty development activities from 1980 to 1987 at each institution in
terms of, academic rank and subject-matter- affiliation?

Hew did the respondents define faculty development?

The fqllowing 'nuII‘ hypotheses were tested at the .05'level of significance:

Part|0|pat|on in faculty development activities is mdependent of academic

rank
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'(2) Participation in faculty develoomeht activities is independent of subject- -

matter affiliation.
(3) .' Faculty perception ‘of effectiveness of faculty “development activities .is
_ independent of academic rank, | .
(4) Faculty perception of effectiveness of faculty:develo'pment activities is
independent of subject-matter‘ affiliation. ) |
‘(5).‘ Faculty perception of effectiveness of faculty development activ:ltie,s is

independent of participation.,

- Analysis of Data

“This study utilized two methods of analysis: (1) an empirical ‘and

statistical analysis derived from data l'n_' the permanent records of the faculty

development activities at each inetitution under study; and (2) a content, or

n‘ar‘rative analysis of data derived from the interviews with a selected sample

of faculty from the institutions of hlgher Iearmng The documents yielded data

about the types of faculty development actlwtles from 1980 to 1987 as well as
- characterlstlcs of the faculty who partncnpated and did not participate in the |

| actlvmes. These data were dlsplayed as tabular comparisons, frequency

‘ distfibutions,, and percentages. The content analysis (Weber, 1985) examined

data obtamed from seml-structured mterwews with the sample of selected

faculty Hesponses to specific questlons were recorded using wrltten notes.
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The réseércher analyzed the notes looking for categories, trends, and sub-
st,éhtiv.e pattern‘s‘ WhICh emerged from the communication (Kerlinger, 1973).
in order to determine whether or nét percebtions of eﬁecti\}eness were
i‘ndépe_hdent 6f ‘academic rank and subject-matter affiliation, ;the" researcher
used thé -Chi-Squére‘ (X?) Test of Independence. Since the variables being
meaéured yielded categorical'data‘,‘ .t_he 'Chi-Squére was the most useful
' stat,is"cic (Ferguson, 1981; Williams, 1879). The null hypotheses were tested
at‘thé .05 level of_significénce, This level, commonly used in the behavioral
sciences, establiéhéd the probability of committing a T-ype‘ I error (Férguson,
1{981). | |
- Data derived from investigating a culture is often lengthy and complex
with analysis concurrent with data collection (Masland, 1985). These data
came mainly frominterviews wifh selt_acted faculty membérs. Open-ended
-interview questions" allowed the facuﬁ'y to respond with descriptions and
peréeptions-‘of th'ejr owh cult_u_fé. An analysis of the ‘intérview”data involvéd
‘a sysfemati‘c ;:'odling of the info-rmation into categories or ihemeé (Kerlinger,
“_197\_3)‘." Alt.ho-ugh these data tended to be lengthy and, at tirhes, ffagmented,
'the analysis inQeStigated the .connection‘s between the various categories or

" themes and an understanding ‘c)f the cultufe as a whole (Spradley, 1980).
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~ CHAPTER 4
.ANALYSES"AND FINDINGS

n this chapter fhe' results of the study are presented in -threé major
sections: (1) faculty deve-lopment atthe Syétem levél, (2) faculty development
at fhe: ins‘titutiénél' level, and (3) ch_a_racteri'stics of the faculty who participated
an.d‘did not pérticipate_ in faculty development. |
:The.first"Séction, faculty development at the System level, utilizes a
R nérrati\)é :anélysis. Data were gathefé& dUrin‘g interviews with faculty and chief
adrhinistrators' at the three i'nstitutions,.f_rom doCﬁrﬁeﬁts available from the
Office'of. th,e“-s'CommiéSionér of Higﬁ‘Ed'ucatiOn for the State of Montana, and
‘from the archiv_eé of the Collégé of Edljéatibn, Health and Human DevelopQ
, méni at Montana State University.. ’The interviews, documents, and obse’n’/a—
| tio‘n's_‘ concerned théi Faculty Vitality: Projec‘:t‘(F\‘/P).‘ ,‘I‘T_‘his‘ project involved a
[gfant fotallingv$228,v000 from the Northwest Area Foundétiqn ‘to the Montana
University System-t6 promote facu‘lty vifality in the. System.
| The second section, faculty develppment at the instituﬁonél level, also
util‘iies a nérrativeanalysis. Data were obtainedfrom_ interviéws and observa-
tions with' a Samplé of faculty ‘andadnﬁinistratvors, and from documents

ava,il,a'blevat the three institutions of Eastern Montana College (EMC), Montana |




42

College of Mineral Scienoe and Technology (TECH), and Montana Stat_e
: Uniyersity. (MSU).! This investigation identified the'faculty.development
activities at the- three :ins’titt-Jtions. |

| Tne- third section, characteristics of the faculty who-participated and did
not'partic'ioate in faculty development, employs a statistical an'alysis. The
_'population. consisted of 544 faculty at the three institutions. These faculty |
were oategorized: (1) by the variables of academic rank and subject-matter
| _aﬁiiiation, and (2) as participants or non’participants-' in the faoulty develop-

. ment activities.

Faculty development at the System level from 1980.to 1987 consisted,‘
' -ess'entially, of the Faoulty Vitality Project. i’he project funded in the Spring
of 1980 was a three-year grant of $228,000 from the Northwest Area Founda-
tion to the Montana University System Faculty members from the six units
- inthe System competed for grant funds by submitting proposals to a steering

.committee for approval.

'A random sample of the faculty to be interviewed, according to the variables of
- academic rank and subject-matter affiliation, was not possible at all three institutions in each
category. -The number of faculty in each category was not' sufficiently large to provide for
anonymity of response or statistical analysis. For example, in the case of gender there was
one instance where the entire number of females to be interviewed, was two, In the
categories or variables that contained 10 or fewer faculty members, attempts were made to

" interview all the members. Where categones or variables involved members of 20 or more,
’ random selectron was used




43

Data for the investigation into faculty development at the System level
. were gathered fron1 docUments, interviews with faculty and administrators,
and observations made during the interviews. The documents for the study
were found in two locations: (1) the archives of the Office of the‘- Commis-
sioner of Higher [Education for the State of Montana, and (2) the archives of
the College ‘of.Education, Health and Human Developrnent at Montana State
University. These documents mcluded personal correspondence (Ietters and
memos), official reports and formatrve and summative evaluations of the
project. |
Evaluations of the Faculty Vitality Project were conducted on two levels
simultaneously. Drs. Wiliam H. Bergquist of the 'Wright Institute and Jack
Latrielle of the University of Montan'a served as external evaluators to the
prolect They contracted with the Commisstoner’s' Office to.conduct both
formatlve and summative evaluatrons of the prolect Dr. Eugene Rice served
as external evaluator to the Northwest Area Foundatlon to assess the
F0undation’,s efforts to support faculty vitality in the northwest region. The
evaluation reports by Bergquist and Latrielle and by Rice provided the
majority of the original findings about the Faculty Vitality Project.
The intérviews and observations were gathered during on-site visits to the
Commrssroner s Office and to the three campuses. Interviews were conduct-
.ed with academlc vice presldents members of the|r staff, officers of faculty

development programs, and a sample of the faculty. The population of faculty
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at the three institutions who met the criteria established for this: study totalled
544, From this totaflj, a sample of 192 was drawn to bé interviewed. Sixty-five
faculty members (34 percent) ‘cvzbnsented to be interviewed. |
" The Faculty Vitéliw grant cqﬁtained three major areas for faculty develop-
ment: (1) faculty exchange between campuses, (2) faculty reallocation
and development, and (3) _r"‘e\‘/ision of existing academic programs and
development of new progra‘m’é (Rice, 1985). Faculty exchange involved inter-
institutional efforts to utilize resources within the Systém to meet personnel
needs. Faculty members from one institution transferred tempbrarily (for one
quarter or one semester) to another institution in fhe System to lend expertise
in academic areas that requfred teaching of*résearéh assistance. Facu(ty
reallbcati‘on_bfovided intra-institut'iqnal retraining of faculty members from one
academic area to another ortoa ;relatedarea. The intent of reallocétion was
- to assist faculty to fnove from academic areés with decline in enroliment to‘
a.reas tﬁat were experiencing growth. - Also, faculty Who were ‘required to
obtéin térfninal' degrees in. their subject areas were considered part of
reallocation. The revision of aCadémic programs im?olved instructional design.
Grant.funds were provided for‘faculty to establish new coursés or to modify
existing ones. |
From July 1980 to March 1982, the Steering Co_mrhittee cohducted five
. rounds for awarding grant funds: Table 1 presents the dates of the rounds

and the awards in dollars.
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Table 1. Faculty Vitality Project grant funding by date and amount.*

- Funding Session _ Date Amount Awarded
Round 1 - | Juy1es0 . $ 27,218
|Round2 | November 1980 33,004
'{ Round 3 . May 1981 50,511
‘Round 4 December 1981 36,540
 Supplemental Round | March 1982 11,515
| Final Disbursement Late 1983 10,000
Total o N $168,788

*Source; Steerihg' Committee, Faculty Vitality Project (Status Report, 1983).

The Steenng Committee conducted award sessions approxlmately every
six months from Summer 1980 to Fall 1882. The grant rounds mvolved final
- review of selected proposals and the allocation of funds
Approxmately $170 000 of the $228,000 was allocated for dlrect grants _
to the faculty at the six units in the System Admlmstratlve expendltures which
covered the remainder (i.e., approximately $60,000) of the grant allocations
incIiJ:ded operational costs, evaluation of the project, workshops, and
ébnferences to prbmote the Faculty Vitality Project in the Montana University
fSyStem;
- As reported |n the Finél Evaluation _of the Facul_ty‘ Vitality Project
‘(Bergquist et al., 1983), there were 97 proposals submitted to the Steéring

Committee for final review. Twenty-eight (29 pércent) of the proposals were
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funded. Table 2 presents the-number of proposals received and funded by

institution in the Montana University System. B

' Table 2. Grant proposals received and funded, by institution.

Proposals Proposals
Received Funded
Institution ‘No. .| Percent Nb._ Percent
Montana State University ] s | s20 | 4 | 129
| University of Montana | 27 | 278 | 8 20,6
Eastern Montana College 12 | 124 3 25.0
| Western Montana College | 10 10.3 4 40.0
NorthemMontaha College e | 9.3 5 55.6
. Montana College of Mineral Science :
& Technology , 8 8.2 4 - 50.0
~ Total o7 | 1000 | 28

The majority of facﬁlty '('abproximately 53 percent) who submitted
proposals‘to the Steering Committee were interested in faculty retraining,
either in.another academic :éreé or upgrading an existing one. Faculty
members ':frém the two universities submitted 59.8 percent of the total number

of proposals. However, the reverse occurred in awarding grants. Faculty

- members from the four colleges received 57.1 percent of the funded propos-

-als.
‘Table 3 presents the breakdown of the 28 funded proposals by subject

matter. Faculty in the Social Sciences submitted 41 percent of the proposals
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but received only 12.1 percent of the grant awards. The Natural Sciences
: submitted approximately 20 perc‘em-of the propbsals and received 60.6

percent of the fuhds.

Table 3. Funded proposals by subject matter. -

Subject Matter o Number " Percent

Natural Sciences - | 17 60.6
Social Sciences ' 3 12.1
Humanities/Fine Arts | 3 129

" Professional Studies ) 5 152
Total - 28 ©100.0

: ﬂntéwiews and‘ Obsewéﬁions that WGre condUcted_ for this ‘study corrgbo-
rated the earlier findings by Rice (1985) and Ber.gquist et al. (1983). Although
é time span ‘of thrée to six years had elapsed between ihe original reporis
and recent interviews, the pérceptions of faculty members énd administrators
remained vivid. |

For this study_,. a representative sample of 65 faculty was interviewed at
the three institufions of TECH, EMC, and MSU. These faculty members were
askéd to respond to questions about faculty development at the System level.
(The interyiew questions are found in-Appendix C.) The sahrple was divided
into the categories of ,participants and non-participants i.n the FVP. Since

- participation was not recorded in many events sponsbred by project funds,
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respondents were allowed to identify whether or not they 'participat'ed. Of the
65 faculty member's‘whowere interviewed, 22 (33.8 percent) participated in
- projed activitiés. PaﬁiCipation included the areas from direct grant recipients |
to attendance at seminars or lectures sponsored by project funds. |
The data"gathéred ‘frém the interviews and observations with the parti-
cipanté corrpborated daf_a collected from the documents. | For a majority of
the respond‘ents, the FVP presented an excellent opportunity for development
of vitality. One full prOféssor in a PrOfessioﬁaI Studies discipline who had‘
received funding for faculty "retraining indicated, "This was an outstanding
_ ‘_pﬁrogram'. .‘lt was a great mbrale build‘er for me."‘ Another r'espondeht,- a full
professor in ‘the Natufal Sciences whb was involved in faculty reéllocation,
stated, :'The project provided a stimulus for contacts with éther faculty in the
‘ System. ‘ HoWever, H have not méde the eﬁo‘rt‘to maintain these‘contacts."
And an associate proféséor in the Natural Sciehces_ explained, "It was an
-excellerit experience for _mef I thoroughly enjoyed it.‘_ We got a ot for our
. $200,000 |
_Other participants were less supportive of the FVP. They had encoun-
tered difficulties with the administration and coordination of the actual day-to-
:day operatiovns of the pfdject. They experienced prbblems making contact
with apprqpriate ofﬁcialé, both on-campus and in the Commissioﬁ_er’s Office.”
_ One‘ a"dmin.is'tkator indicafed; "It was a good program on péper, but there was

very little follow-through." Another grant recipient, an associate professor in
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the Social Sciences, suggestéd, "There were many prqmises-but little follow-
up." These comments iéolated the percepti'on by the majority of respondents
that there was Iimitéd Iong-term commitment to faculty development in the
Montana University System. When outside funding was available, the
program was successful, but when. the funds were terminated, so was the
program. | |

Another theme from the interviews and observations of participants
related to cooperation between all units within the System for promoting
- faculty develbpment. A major goal of the FVP was to promote inter-unit
cooperation withfn the Systém. The perception by a majority of respondents
was 'that cooperation was Iacking from the beginning. One faculty member
who had knowledgg of the Stéering Committée‘ fneetings for grant selection
stéted, "The fUhding started in an atmosphere of horsetrading. There was a
ot of thf protectioh .going on." An associate professor in'th.e Humanities/Fine
Arts echoed similar concerns: "The opportunity to truly have a System effort
did not materi’ali'ze. The intér-unii rivalry continues to poisbn the System."

The non-participants (N = 43) who were interviewed were divided into
two subcategories: thoée reSpondents who were awa;re of the FVP but did
nof participate in any activities, and those respondents who were not aware
of thé FVP. Faculty who had applied for projecf funding but w‘ere‘ réfused

were considered non-participants, mostly by their own selection. Approxi-

mately 51 percent (N = 22) of the non-partici‘pants indicated that they had no
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- knOWIedge of the FVP. Although the.majority of the 22 faculty members were
oh-can‘lpus during the time of the grant, they were not aware of its existence.
) 'l'he nori-participants (N = 21) who had khowledge of the project had
simil’ar impressions as the participants. For those faculty who elected to

participate, the project 'Was “probaoly" successful. For many of the non-
-'participants, the rewards for participating in the project were Iackirtg. An
associate professor in the Professional Studies indicated, "The application
' .'process was. a,ri erosioh' of personal time. | don't have enough hours in the |
' clay- to do what is expected of me and then write a grant." |
Non- part|c1pants were more outspoken than participants about the
lorganization and admlnistration of the FVP. The perception was that the

'Comm|SS|oners Ofiice was not supportive of faculty development. A full

- : professor in the Natural Sciences suggested "Faculty Vitality didn’t work

| because of the peoplé running it. | clid not apply because | couldn’t get
‘cent:'ral adm‘inistration’s apomval." Other faculty. members. pointed. to the
absence of ‘facu‘lty deyelopment activities from the System level after the
| Faculty Vitality funds were used. "Look at post-grant funding," was a common

criticism by non.-particioants.' ‘

Faculty Development at the Institutional Level

The investigation into faculty development at the institutional level

. involved three representative institutions in the Montana University .System:
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: Eastern Montana College. (EMC), Montana College of Mineral Science an_d
| Tec’hﬁology (TECH), and Montané Stléte University (MSU). Faculty develop-.
‘ment at the three institutions consisted of a‘rangie of activities, resources, and |
peo‘ple;.“These '-ac;fivities =p'rovided a diversity ‘of programs d‘esiginedl for the
: specific needs of individual faculty members and for the faculty as a whole.
Faculty develo‘pmerjt at the 'insfitutiOnaI Iével was delimited to those activities
on éach of fhe three camphses: (1) that were defined as faculty devélopment
by s"elected‘fadi_JI_ty and édfninis&ators, and (2) ’th'at“had maintaihed'ac‘;curate‘ '
| r‘ecords_of the activities over the period from 1980 to 1987.2
Daté_ collebﬁon fc;r these abtivities coﬁsisted,‘primarily, d‘ a réview of the

-d'ocuménts availablé at_th'e't.hr_ee institutions, inté:f\)iews with key respondents
| inthe faculty and administrétion, and obéervatiohs. The documents includéd ,
" avarlety of records, i.e., personal correé_pond_encé (letters and memos) and
'oﬂ‘iciélj‘- reports. In"some_ éaseé documentation was missirig for periods of
time, for‘_. example one month ié six months. As .c.liffere_nt faculty members or
’ ‘administrators -assumed responsibility for the various ongoing projects,
.decisiolns as to the tybes of records to be maintained 's_hifted from one

.. individual to another. Often the process of record-keeping changed and the

2Those activities that were pertinent to féé:ulty development but had no documentation

or documentation was not available for review were not inciuded in this study. For example,

the Teaching Fair, sponsored by the Teaching/Learning Commitiee at Montana State

~University, provided the faculty at MSU with .information. and resources for professional
- " development. _This annual event addressed faculty development, yét there- were no
- -documents 'estgblishing faculty participation or the impact of the activity. Another example
. concerned those organizations, i.e., foundations, that were ancillary to the institution and

-who funded activities-in faculty development. -
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| documents for this study were stored in separate offices‘. Verifica‘tion of data
"missing'. from the doc'uments was made during ihter_vlews with the faculty and
adminiStrators. | | | o

- A descrlptiort‘ of the fac'ulty development activities at each of the three |
institutions and the perceptio‘ns of selected faculty members about those

activities follow.

'Facultv Development at Eastern Montana

T Collede ( El\/lCl

Student enrollment at EMC began to declme in the late 1970s and

. dropped to 2,964 in -the. Fall of 1980. However, a period ' of growth in

o enrollment“culniinated in 1984 with an enrollment of 3,538 (Montana Compre-

hensive Annual Fmancral Report 30 June 1987) Similar patterns of faculty
growth exrsted durrng this same period of time. Table 4 presents the faculty -

©- at EMC by academlc rank and year, who met the criteria establlshed for this

o study in. Chapter 1

ln 1980 total faculty numb’ered' 81. Of this total, 42 percent (34 faculty)
held the rank of fulI professor 30 percent (24 faculty) the assocrate rank, and
| 28 percent (23 faculty) the assrstant rank By 1987 of a total of 96 faculty,
~ full professors constrtuted only 39 percent (87 faculty), associate professors

- 35 percent (34 faculty) and assistant professors 26 percent (25 faculty).
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Table 4. Eastern Montana College, academic rank by year.

Full | -~ Associate ~ Assistant , '

Year | No. % No. | % | No. | % Tﬁf‘
198081 | 34 | 420 | 24 | so0 | 28 | 280 [ s
198182 | 30 | 350 | 28 325 28 | 325 | 86
198283 | 33 | - 350 | =29 31.0 2 | 340 | o4
198384 | 34 | 360 2% | 270 35 37.0 95
1984-85. | 35 | 385 25 | 275 31 | 340 91
198586 | 36 | 34.5 32 3.0 | 36 34.5 104
198667 | 38 | @83 | 82 | 824 | 20 | 208 | 09
198788 | 87 | 890 | 34 | 3o | 25 26.0 96"

Table 5 presents the number of faculty members by subject matter and

year. .

Table 5. Easter'nMontana'College-, subject matter by year.

Natural =~ | Soclal | Humanities/ Professional
Sciences |  Sclences Fine Arts Studles

. - Total
Year No. % -No. % No. | % No. % No.
198081 | 18. 220 | 18 22.0 20 25.0 25 31.0 - 81
1981-82 18 21.0 21 24.0 19 22.0 28 330 [ 86
1982-83 | 19 200 | 21 | 225 21 22.5 33 | 850 94
1983-84 . | 18 19.0 - 23 24.0 23 24.0 31 | 330 ] 95
1984-85 | 17 19.0 | 24 | 260 22 24.0 28 31.0 91
198586 | 18 | 170 | 22 21.0 28 27.0 36 35.0 104
1986-87 17 | 172 | 21 212 27 27.3 34 343 | 99
1987-88 17 177 | 17 | 177 | 25 .26.0 37 38.6 96
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in the eight-year period, the greatesi: growth was experienced in the
~ “academic area of Professional Studies. From the total of 81 faculty in 1980,
31 percent (25 faculty) vvorl<ed in this.area. By 1887, total faculty numbered
- 96; 35 percent '(37. faculty)‘were in the Professional Studies area. ‘The other
three'academic areas had remained fairly stable during. this time.span.

‘Faculty development at Eastern Montana College (EMC) during the years
~ from 1980 to 1987 consrsted of a variety of activities that prowded aSS|stance
| to the faculty to conduct research to desrgn instruction, and to pursue other
areas of personal and profesS|onal development. The faculty development
" activities were flnanced pr|mar|Iy by federal, state, and |nst|tut|onal funds. The
fundlng for faculty development was allocated on a competitive basis where

faculty members submrtted proposals to selected campus committees for

} flnanclal support

. Prior to 1983 faculty development at EMC was directed from separate-

offices across campus. For example, the President’s Offlce, the Title lli Office,

,”the Acad'emic‘Vice President’s Office, and th'e EMC FoundatiOn all adminis-

tered separate programs for assrstlng the faculty. In 1983, the Office of

| Graduate Studles and Research was given the responsnblllty of coordlnatlng
: 'most |nst|tut|onal actlvrtles for faculty development from one central office
:(PRlDE 1983) The coordinator of the Office of Graduate “?Studies and

. Hesearch served as a part-time faculty development offrcer and part-time

| "admlnlstrator
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The reorganlzatlon of faculty development activities was intended to
’lsrmplrfy operatrons and to avoid program dupllcatlon The commrttees
separate bodles with dlfferent interests, contlnued to focus on their respective
areas for provrdrng assistance to the faculty, but were housed in the same
| offlce However, not all institutional efforts for faculty development were
.. moved to the Offlce of Graduate Studles and Research The Presrdents
Offlce and the Academlc Vice Presrdent s Office retained a limited number of
E programs -for'awarding funds for faculty development. The majority of these

- program‘s vvere, .fo'r merit awards or for 'support‘ :of sabbatical leave.

| The'majority' -of'the faculty development activities were administered by

four campus committees, the Faculty Development Commlttee (FIC) the

. Research and Creatlve Endeavors Commlttee (RACE), the EMC Foundatlon
_' and the Sabbatlcal Leave Committee. These four committees were identified |
| by selected ad'mi'nistrators and faCulty' members as repr'esentin.g faculty v
development as a whole at EMC Each commlttee had establrshed cntena for
awardlng funds to the faculty The crltena of each committee are outlined
' below. | | |
he Faculty Development Qommltte The Faculty Development Commlt-
tee (FDC) operated under gurdellnes established in part by the federal Title
m grant to’ Eastern Montana College a Developing Institutions Program Grant.
The T,ltle. lll grant began in 1978 and was funded until 1985. Under the

B c0nditions'of‘ the grant, 'a.faculty member was selected each year to serve as
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program coordinator. The FDC evaluated proposals and awarded funds in
- four specific categories‘: | |
(1) ‘Professional Development Program: This program provided faculty

members with the opportunity to prepare long-range oareer planning.
" Faculty were encouraged to establish their own“:goriorities for develop-
m'ent. Approximately eight awards of $800 were made each'year.
‘(2) Visiting S'oholars/Lecturers: The funds in this category were used to
-bring experts in various fields of interest to the campus. Approximately
six awards of $700 were made each year.
| (3) Sunﬁmer Stu‘dy Stipends: These awards provided some financial assis_t-
| . ance for faculty to pursue extended study. Approximately"six aWards of
$1,000 were made each summer. |
(4) Faculty ‘Training Program: These funds provided assistance to faculty to
partici.pate in workshops and conferences of particular benefit'to”the
individual and to EMC. |

The Research and Creative Endeavors Committee. The Réesearch and

Creatlve Endeavors Commitiee (RACE) promoted faculty development in
‘research and creatrve mterests Approxumately $10 000 per year was
aIIocated from state funds that were established by the Collective Bargaln
-Contract sectlon 3. 200 Fundmg was available in two areas. The hlghest

prlorrty was glven to pro;ects of scholarly research or creative endeavors that‘

yvere dlrected toward peer review. The second priority for funding was given -
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to support the costs associated with the publication of scholarly or creative

works (PRIDE, 1984, pp. 8-9).

The EMC Fodndation.‘ The EMC Foundation, a private organization,
A proVided, in addition to other activities, financial assistance for faculty
development at Eastern Montana College. The Foundation awarded approxi-

matély $30,000 per year for faculty development in the following categories:

. (1) Faculty"ﬂhétractianal Development Projectsﬁ A maximum of $1,000 was
aWarded to “'ten.ure-track faculty to promote instructional désign.

(2) -Fa‘_quity Reseafah and Creative Endeavors Project: A maximum of $1,500
was awarded to tenufe-track faculty, preferably junior faculty, for support
in raseafch -and creative endeavors. | |

" (8) Seed Monéy Matching Award: This projact provided seed money:up to

| $_5;000 a's‘-r'ﬁatch‘ing funds for grants that were awarded from sources
outside EMC. |

(4) Campus/Commuriity Evients: Funding was available for campus-wide or

interdisciplinary events that had campus and community appeal.

’Th‘e ‘Sabbatical Leave Committee. The Sabbatical Leave Committee was

respohsible for ihe .review'and‘ recohmendatibns fo‘r sabbatical assignments
at 'EMC.' jTh‘e -Cdrﬁmiftee consisted"of five faculty members chdsen by. the
Acade_mic Vice President. By Coliective Bargain Contract, section 10.450,
- faculty with tenﬁrable rank ‘ar_'ld with six 6r fnore years of service at EMC were

considered for sabbatical leave. Leaves were approved for not less than two
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quarters and not more than one academic year. Faculty salary while on leave

was established at two-thirds of the regular academic year contract. Appro')ki-

" mately three sabbaticals were awarded each year.

Perception of faculty development at EMC. Data taken from the person-

‘nel records of the faculty at EMC revealed that 96 faculty members met the

S

criteria established in Chapter fl' for inclusion in this study. Sixty-five percent

‘of the faculty members had participated, at least once, in the above-described

 faculty development actlvrtles Faculty participation ‘included a range of

'optrons from one faculty member involved in one activity in the erght—year :

| perlod, to other‘fa_culty members participating in multiple activities for five or

. six successive ye_ars. Thirty-four (35 percent) of the faculty did not particlpate

"in any of the activities (or there ‘were no records to document their participa-

) 'tlon)

A representatlve sample of 59 faculty members was drawn from the total

faculty for the purposeé of conducting interviews about faculty development at

_Eastern Montana College. The sample was selected on the basis of the

variables of"subject-matter affiliation academic rank, and partiCipation in

faculty development Letters were sent to all 59 faculty members requestrng

- an rntervrew to drscuss faculty development A copy of the mtervrew ques-

tlons (Appendlx C) and potentlal interview dates were enclosed Sixteen (25

' percent) faculty members responded to the initial request Two of the 16

were on leave and were not available for interviews. One faculty member

—— ———




59

declined to partrcrpate Another faculty member responded favorabiy to the
study, but time constraints did not permlt an mtervrew A second request for
interviews was sent to the remalnlng 43 members of the sample. From this
request two additional faculty members agreed to an interview.

The total number of faculty members interviewed at EMC-was 14. This
constituted" a response rate of 24 percenti(i4 of 59). Ten_ faculty members
were participants and four were -non-‘participants.- The semi-structured
~ interviews yvere conducted‘ on;campus at EMC and lasted between one and

two hours. .During the interviews the majority of the respondents appeared
relaxed and willing to discuss the questions in-depth. Many had retained a
copy of the questions 'and some had written responses to the questions. The
observation.was ‘that the faculty had prepared for the interviews. At no point
in the interviews did any faculty refuse to answer a question. However, two

- faculty members appeared rushed and noncooperative during the interviews.
The ‘perception was that external circumstances were a factor in the conve'rsa-
tion rather than the content of the questions.

Th‘e majority of the respondents at EMC defined faculty development as
any activity or opportunity that enhanced or promoted profession'al growth in
research and teaching. One participant, an assistant professor in the

~ Professional .Studie‘s typified the definitions of faculty development as "ways
that faculty keep up with their field of study, to keep burnout from happening.

This includes ways to enhance productivrty in professronai endeavors and to
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improve instruction." An associate brofessor in the Natural Sciences and a
non-participant suggested, "Faculty development is keeping up-to-date,
;/it‘alized, and éhthused about the subject matter. One can lose enthusiasm
very-.éasily becausé the cutting edge is going very fast."

The definitiohs of faculty developheﬁt were consistent across subject-
matter éreas and 'academic fank. There were few exceptions among the
respOndenfs, ‘either participants or ndn-participahts-. Differences occurred

~ with the plac'g of e"m[‘ohasis‘ for teaching and research. A full professor in tﬁé
o Humanities/Fin‘e Arts and a participant stated that."DevéIopment should focus
more on the field than on teachi‘ngv."'l An associate p.rofessor in the Profession-
al Studies, a .participari_t; éUgges’téd that the emphasis shpuld be on teaching:.
"ltis a Way t§ improve instrUction and to keép alive for your students."

For. the majority.‘ of the respOndents, activitieé associated with the
' definition of vfaculty -development f00ysed primarily on those areas that
pro‘n“lofed _féaching énd research. Reading journa‘l articles and attending
workshopé or seminars weré most helpful in instructiohal development. One
participant, a full professor in the Social Sciences, rind_icated that "subscribing
to journals and fréquently updating textbooks ahd coukse'materials" assisted
with faculty development.

'The‘ ac‘:"civitiés noted fo-r ‘development in research involved travel and
contacts off campus. The respondents, in general, identified conferences and

workshops "as the major source of inspiration for keeping up in the discipline
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e and for'maintaining .re_seérch interests. A non-participant, associate professor
in ‘-the‘Nétural _Sciéhces.‘,‘sugges'_ced that the éctivities i‘hvolved‘"leaves, where
l can go s_omewheré else and work with other faculty who have similar
'irlnte._r'eSts. '-I need tb.go to the4lab$. | can reéd the theory, but | can’t apply
- (it In ord‘er, to co"nduct research, the. majority of respondents needed travel
‘and c0niact with others in the profession who had similar intere_sts. In most
éreas, this odcurred at conferences, workshops, and during summer study.
ACC'_o'rding to most of the respondents, their definition of faculty dﬁevelop_—
ment.énd‘t'he definitioh at EMC were basjcally the same. Even though the“
: aefinitiohs were similar, thére were points of disagreement. One participant,
éfull prbfes‘sor in the Social Scievnces, stafe'd, "Sihilaf definition.‘ However, in
. 'tefms.of current conditions, the Committees _(HACE and FDC) are lqoking .
more td ‘empirical research. Not all faculty deVelopment involves gathering
data. Arouhd here, a jpb well done is when you are doing some research;
- otherwise, ‘no recognition."

.A .participant‘, an assoc_iate professor in thé Professional Studies,
éxpressed é.diffel;ent point of view. "The definitions are diffe‘re'n't. I don’t.
) consider What RACE and the Faculty Development Committee are doing as
- faculty déve.lopment. .They don’t c‘leyelvop faculty. It is too political." The
impliCatio_né were that the allocations of awards from the cdmmitt'ees were
made more on personal contact with committee members than the merits of

. the proposals.
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 When discussing motivation for participating or not participating in faculty

o develo,pment at EMC, the respondents expressed fear of becoming outdated
| ‘in the discipline and isolated from the profession. Many stated that they were

the only faculty member at EMC and, in some instances, in the Montana

) ‘Univ'ersitiy System with expertise in their particular academic area. It was

, lmportant to maintain professronal contact and alleviate morale problems

" assocrated with |solat|on Partlcrpatlon in faculty development especially

vthose actnvrtles that encouraged travel to conferences and conventions,

helped faculty “keep in touch." "One participant, a full professor in the

Professional Studies, noted, "l need to get away. It helps me to keep going."

A similar concern was expressed by a non-participant, an associate professor

in the Natural Sciences. "l sense a fear from faculty. We feel inadequate, lack

confldence If we don'’t leave, we are outdated because our tools are

: outdated "

Fear of isolation was also a motivating factor for participation in faculty

" development activities other than those associated with EMC. The respon-

dents suggested that professnonal contacts were malntalned through expo-

- sure to other faculty W|th similar interests, typlcally other faculty outS|de the

: Montana Unnversrty System Examples of the actlwtles included attending

conventlons workshops and other opportunltles at professmnal meetings.

The reasons for not partncrpatlng in faculty development at EMC con-

. cerned the competltlon for time, both professlonal' and personal. The majority
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of the respondents expressed frustration with the absence of release time to
participate in faculty dei/elopment. A non-partic:'ipant, full professor in the
ProfeSSional Studies, expressed, "l have very little time to htxstle them for
money. igo off-campos tor the needed resources." A participant, associate
professor in the P:rofessio'nal Studies, suggested, "It is difficult to keep up.
The profession is highly competitive and there is no release time. The
: Committees have 'moneyz, but no release time."

In order to prepare proposals the faculty had to take the t|me from other
| responS|b|I|t|es The dilemma for the respondents was in deC|d|ng what area
~ to sacnflce, personal time or profeSS|onaI duties. The perception of most of
] the-respondents was that teaching loads had increased over the past few
-years. T‘he'time‘ayailable for professional development havd decreased. Since
release _ti'me'_wa's limited, faculty de_velopment was accomplished through

sacrifice of personal time. A participant, an assistant professor in the
Professibnal Studies, declared,\
" Time is the factor. _lFacuIty development at Eastern is
worthwhile but has been given a low priority. There are
- other required things. The priority for me is teaching.
There is no time for research. I'm tired of the high
amount of stress. There is' some bitterness, but the

strong point of encouragement and support has come
from AVP Sexton.

A majority of the participants rated faculty development as effective. On
a scale of 1 to 9 (1-3 = not effective,_4-6' = effective, and 7-9 = very effec-

tive), the average rating for participants was 4.7. Although rated effeotive,
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-faculty develop‘ment" for the Same respondents was considered inadequate.
| The perception ‘was that . faculty development was supported at EMC,
especrally by the. AVP and the Office of Graduate Studies and Research but
the resources were limrted or not available.

: 'l'he limited resou‘rces created tensrons among t’he faculty. Some

. _ consrdered this to be detrimental to the overall climate on campus It was _
difficult to cooperate |n an atmosphere of competition A full professor in the
‘Social /Science_s expressed his frustration with th.e competition:“ "We are
encouraging the youn'g faculty a‘t"the expense of the senior faculty. We are |
“not all deadwood." o | |

Another’ eXampl‘e of limited resources concerned the number of sabbati-
cals.' Since the‘re were an ayerage of three sabbaticals awarded each year
and approximately 60 or morefa'culty who qualified for leave, the chance of
.receiying a sabbatical was maybe once in a career. A full professor ln the
Humanities/Fine Ar_ts commented, "Faculty development is inadequate but

- effective. There.,.aren"t enough‘ sabbaticals. After 20 years at Eastern, |
deserve one."

'_ The parti,cipants voiced COncerns over the lack of funding for instructional
development The perception was that the mstitutional emphas:s had shifted
from teaching to research and at atime when teaching loads had lncreased
An assrstant professor in the Socral Scnences stated a common perception:

: “"Flesearch has always been funded well. | resent this in ways. We are
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oriented to teaching and service, but these two areas don't get funded.
- Publish or perish at Easte'rnl'"j ' Another ‘associate professor in.the Natural
| Sciences suggested, "The pressure is on to do research. We do_n’t have the
resoUrces ‘ lf we'arefto. do vres'earch Awe need the faCilities "
For the non- partncnpants the effectiveness rating of faculty development
at EMC was 3. 75 slightly above the category of not effective An associate
' professor in the Natural Scrences explained hlS low ratlng "I don't thlnk that
| they have things deflned The focus of the committees (RACE FDC, and the )
"Foundatlon) is too narrow. Each commlttee defines the criteria to meet the-

' needs of the committee members -and their friends. It is all politlcal " Yet

' _ another full professor in the Profess:onal Studles suggested "There are some

good things about faculty development at Eastern. But there isn’'t a lot of
help in my area. There aren’t enough funds The programs have no impact
onmeatall“. | - -

The criticism of‘ faculty development at EMC, whether frorn participants
or non-participants, focused on the absence of resources. Observations were
that the effOrt to assist faculty with their own development was available, but
the resources were inadequate. ‘The remaini‘ng funds were distributed to t'he

faculty on a competitive basis.. in order to minimize bias in the selection

o criteria, the faculty development committees established gundelines that were,

at tlmes at odds wrth the faculty The dllemma for faculty and committee

‘members concerned the choice of which actrvrtles to fund.,
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Development at Montana College of
cience and Technolo

TECH

| From 1880 to 1987, student enroliment at TECH grew from a low of 1,247

. in 1980 10 a high of_ 2,080 in 1984 (Montana Comprehensive Annual Financial

- Report, 1987).

uring the Sameeightéyear period, the number of faculty”

members grew in a similar manner. The number of faculty members who met

the.Crit‘eria established in Chapter 1 are presented ‘by a‘Cademic rank and year

- in Table 8.

; _Table_6 Montana College of lV-llneral Scrence and Technology, academic

rank by year.

Full | Associate Assistant -
Year | No.. - % No. 7- % - No. % ‘ _T&al
198081 | 8| 190 | 19 | 440 16 | 370 43
198182 | 11| 240 19 41.0 16 | 350 46
198283 | 12 | 240 27 | 540 1 | 220 50
198384 | 12 | 210 28 | 500 16 | 290 56
| 108485 | 20 | 310 | a2 50.0 12 | 190" 64
| 1085.86 | 20 | 350 20 | st0 8 14.0 57
198687 | 22 39.0 30 54.0 4 7.0 56
1987-88 | 26 | 480 23 | 40 | 5 | o0 54

In 1980, 19 percent of the TECH faculty held the rank of full professor.”

By 1987 48 percent were full professors An inverse pattern occurred in the

rank of asslstant professor wnth 37 percent in 1980 compared to 9 percent

in 1987
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' Table 7 presents the same faculty by subject-matter affiliation and year.
: As refle‘cfed by the da_ta in thistable. the académic emphasis on mineral
‘sciences and related areas rem_ained fairly consistent during this period.
| Eighty-two pércent of the fébdlty in 1‘9'80' and 87 percent in 1987 came from

the academic areas of Natural Sciences and Professional Studies.

. Table 7. Montana College of Mineral Science and Technology, subject matter

by year. 7
| Naturall |  sociar Humanities/ . | Professional
Sciences Sciences Fine Arts | Studies 7

Year | No. % | No. | % No. % No. % Tﬁ::“

198081 | 15 | 350 4 | 90 4 | 90 [ 20| a0l a3

198182 - | 17 | 37.0 5 | 110 | 4 90 | 20 | 430 46

. 198283 | 16 | =20 4 | 80| 6 [.120 | 20 | 480 50

1983-84 2t | 375 5 8.9 5 | 89 25 | 447 56

1984-85 | 24 | 375 |. 5 | 78 | 5 | 78 | 30 | 469 | 64

1985-86 23. | 404 | 4] 70 | 5 | 88 .| 25 | 438 57

198687 - | 20 | ss7 | 4 | 72.] s 89 | .27 | 482 | 6
198788 | 20 | 370 | 2 a7 | 5 | 93 | a7 | s00 54

Duriﬁg' the bgriod from 1980 to 1987, there‘ was no designated office or
oﬁicer, per se, for faculty dévelbpment at TECH The majorify of resources
and activities were 'CO'c')rd_inated through the office of the Academic Vice
Prvesider.lt and key faculty committees, éspeéially the Instructional improve-
ment Cor_nnﬁitte’e_. The faECUlty‘déVelopment activities concentrated on three
specific areas: (1) travel, (2) leaves of absence, and (3) the ‘instructional

Improvement Committee. Thesé'three areas were identified by the office of
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the Academlc Vrce Presrdent and selected faculty as those actuvntres that
addressed faculty development. They represented the majorlty of institutional
res‘ources commltted. to faculty development., | |

Travel -The"‘ substantial portion of dollars invested in faculty development
at TECH was in travel Travel for the faculty was dwrded into two categones
in-state and out-of-state Approxrmately $450 per year was allocated for
those faculty members who met the establlshed criteria for travel. Only the
faculty who were presenting an original 'paper, who were involved in a
: conference who served as an offlcer in a professmnal organization, who
chalred a session, or who presented a clear need to improve the mstructronal
quality at TECH were allocated funds for travel.

'ln the early 1980s travel funds 'for. the faculty were allocated from the
‘budgets of the various departments on campus The decisions concernlng

,' who would travel and how often remalned at the departmental level. The

department head and the faculty made the choices. However by the mld-

| ‘ 1980s as the flnancral resources available to TECH began to decrease there

were fewer doIIars for travel Dunng this time central admlnlstratlon dec:ded
1 that all travel requests would be rev:ewed and approved through the office of
”the Academic Vice Pres:dentl

Leaves of absence A second component of faculty development at
TECH |nvolved sabbatlcals and leaves of absence From 1980 to 1987,

' approxrmately 10 sabbatlcals were awarded to the faculty. The majority of the
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saobaticéls were awarded in the aoademlc areas of ProfesSional Studies and
the Natural Sciences and' to ”p'rofesis'ors who held. academi‘c ranks of full and
. assoclate professor The award perlods varled from one semester to a full
Tacademlc year and from partial to full fundlng The sabbatlcals involved

- faculty pursuits from working in lndustry to advanced educatlonal leave at

o another institution of higher learning.

.'LeayesLOf absence, _‘t-ypically without pay, also provided jfaCulty with the
‘opportunity fOr continued study and development by establishing or renewing
" contacts wnth mdustry Faculty members were allowed and encouraged to
. work in mdustry for a semester or- a full year in order to be exposed to the
| latest in research,'resources, and industry needs. They were able to bring
back to the Campus new techniques and new ideas to the benefit of the
| lndividual faculty member, the instltution, and the students.

One example of the leave of absence for faculty involved international
| _cooperatlon and study Off|c1als at TECH establlshed a reclprocal agreement
of travel and exchange with lnstltutlons in New Zealand China, and Japan.
v"_An- agreement with a ‘SIster umversrty in Japan (Aketa University) provided
opport'unities' for approximately six percent of 'the faculty at TECH to travel
and study in Japan. |

Instructional Improvement Committee. The third component for faculty

development at TECH addressed the activities of the Instructional Improve-

~ ment Committee. Documents available for the Committee dated ba‘ck to the
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: 198327198’3 acade_rnic year.. The ‘bud‘get for Committe'e appropriations varied
from $5i,‘000‘to '$"l 0,000 per year. The Committee was charged with instruc-
tio.nal ‘-impro_\_/ement" at the college. it provided on-campus workshops
i (apptoximately two per year) and regional -conferences relating to instructional
‘desigh‘_' , o .

The lnstr.uctional lmprOvement Committee provided educational mini-

) grants to individual 'faculty- members for COurse development or course
- ,improvement The Commlttee also proVided travel assrstance to faculty in |
those areas related to mstructronal development The travel assistance |
component of the Committee was |n existence until 1984. By 1985, funds
available to the Commlttee were reduced and the Committee d|scont|nued
travel ‘allocatron. it was the .perceptlon of Commlttee members that this was
the 'least cost efficient of the activities of the Instructional Improvement
Committee. |

| The lnstructional Improvement Committee was instrumental in the
organization and‘administration of student evaluation of instruction.v_ The
Com.m,ittee:helped win acceptance of a standard instructional evaluation
. proCedure It ‘cont'inued .to monitor this evaluation and distributed the results
to the faculty, students and administration. The Committee served in an

‘ advrsory capacrty to the Academlc Vice President for evaluation of instruction.

Perceptions of faculty development at TECH. Investigation into the char-

acteristics of the faculty members who participated and did not participate in
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| the faculty development ac'tlvities at TECH from 1 980 to 1987 identified 54
»faculty vVho" met the criteria established in ‘Chapt,e'r 1. Of the 54 faculty, 40 (74
' percent) had participated in the activities"at Ieast once 'during‘.the seven-year
... period from 1 9807‘to4 1987. A majority of the participants were multiple users
of the activities some as many as four times in one academic year.. There

were 14 (26 percent) who had not partrcrpated in any of the actrvrtres
The 54 faculty members were contacted via letter requestrng mtervrews
o Twenty one (38.9 percent) faculty members agreed to be interviewed.
| " Thlrteen of the respondents were participants in the faculty development
:actlvrtles eight were non- partrcrpants These faculty were asked to respond
'to the mtervrew questlons about faculty development (The questlons are

found in Appendlx C) |
The majority of faculty mtervrewed defined faculty development as all the
| : activities that helped faculty keep up in therr fleld and assist with teaching and
‘research.. Partrcrpants and non-participants gave srmllar responses to this
_ '_ questlon Afull professor in the Natural Sciences and a partIC|pant comment-
| Hed "Faculty development is keeping up-to-date in the field so | can teach and
do research " An assocrate professor in the Social Scrences and a partrcrpant
“ .' ‘defrned faculty development as "any actrvrty which emphasizes building skills
that broaden teaching and research "

| There were a few faculty members who had no definition of faculty

development. ' For -others, faculty development should consist of only those
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activities that addressed feaching, A full professor in the Natural Sciences
and a particicant ‘indicated:. "Teaching is the only.interest. College profes-
: sors_,dcn"t do ‘research that is appropriate for-industry. Most of what we call
research |s done for the sake of other faculty, not industry. I'm here to teach,
‘not do phony research." Anotner full prcfessor in the Natural Sciences and
a participant had a similar deﬁ’nition: "Faculty are cbiigated to the students.
| don't give a r|p about research. -When they pay me to do research, I'll do
it lt s teachlng !
The majorlty 'of responses from participants | and n_on-participants '
identified‘prcfe‘ssional‘ meetings _cr conferences as providing the necessary
‘ectivities for n1eeting the definition_ of faculty development. There were similar
__res;ponses from faculty ‘in different subject-matter areas and ‘ecademic ranks.
In Order,‘to femain vital and current in the two areas of teaching and research,
it was important tc maintain contact with sources. in the field. Professional _
- meetings-and conferences pfovided the opportunities. An associate profes-
sor ‘i-n; the Professional Sfudies and a‘\pa‘rtic.ipant' suggested: "It is important
to attend meetings and to keep current in terms of what is happening in
indusfry."
| An assistant professor in the Humanities and Fine Arts and a participant
provided similar comments: "'.“lt is important to attend workshops and
seminars. This is espec:ally lmportant to me since my teaching load does not

allow a lot of tlme for travel "
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.The teaching seminars and workshops sponsored by the Instructional
| Improvement Committee provided faculty with informatibn relevant to teaéhing
_stfategiesl | One participant from the Natural Sciences and an aésistant
- prchessdr indicated that "the teaching seminars frdh the Instructional
~ Improvement Committee are helpful. TECH has been good about helping
with téaching seminars. | don’t do ‘a lot of reading about teaching, éo the
seminars are helpful to me." |
.'Il'he definition of féculty ‘deve'lopment used by the majority of the faculty
~ who were intefvieWed was similar to the institutional definition at TECH. Most
faculty concl_udéd, _"Basically_ there is no diff'erencé in my d‘efinit‘i.on and what
is here at T:E.CH," or "Similar defi'nitiornl‘."- There were a few faculty members
. Wh_o suggested that fché two definitions were different. The perception was
A‘-tha_t since fhe'ré was no 'faculty development at TECH, there wés no definition. -
The response given most often avs- reasons for participat’in.g in faculty
] developrhent was the need to keep up in the discipline and alleviate -some
‘ ﬁroblems associated with professional isolation. This was done by maintain-
;il.'lg contacts in industry and at other institutions. Faculty expressed fear of
be‘c":omingv 6ut-déted.and out-of-touch in the field. |
A full professor in the Prdfessipnal Studies and a participaht expressed,
“It is irhportant to keep up in the discipiine. If you don’t; you are out-dated
: ’g'nd .it is easy '_co stagnate. I've seen people stagnate. It scares me." An

~ associate professor in the Social Sciences and a participant had similar
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| concerns: "l have no one to talk to. There is no one at TECH in my area.
: l‘here is an _element_of independence, but ‘th'is:also leads to professional
- -isolation. P'm isolated at TECH. | need to associate with others in my field."
One 'factor “givenby respondents for not ‘participating‘ was the teaching
| _'load Teachrng responsrbrlltles had increased over the past few years and.
‘research actrvrtles had decreased. The perception was that there was not '_
| : enough time to do both well An associate professor in the Natural Scrences"
commented |- teach all |ntroductory courses. They are all big classes. |
' Adon’t have the tlme to travel and to do research | would like to_ know what
the hell is happenrng in my field, but | don’t have the time to find out.”
Another associate professor in the ProfessionaI'Studies suggested, "lt’s the
time factor. Ninety percent of my time at TECH is devoted to teachino, This
is not a research institution, although they claim this is the case. lf_refuse to

spread myself too th|n " |
Other respondents were disenchanted wrth the faculty development
:activlties.‘ One non-participant suggested‘, "lt’s time and money. TECH
doesn’t have the money and | don’t have the time." When resources were
available, the faculty had to‘compete with each other and with other units
within the System The percept|on was that the institution did not have the

| necessary resources for faculty development If faculty wanted to participate

- | in faculty development they ha.d to do it on their own.
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A full professor in the Natural Sciences and a participant expressed a
" common concern;

A lot of faculty develop themselves The opportunities are

outside TECH.: The AVP says that you have to improve,

_but how? We don’t have the labs or technicians neces-

sary to do the research. We are caught in a bind. We

can only leave if someone else foots the bill. The admin-

istration would like to do more, but are somewhat bound

: loy the current financial situation. :

All respondents said that they participated in activities. that addressed "
E facultydevelopment. The activities that pertained to professional development’
| § and.keeping up in the field were cited most often. They included a variety of
actrvntles from telephone conversatlons with other faculty at another institution
to travel once a month to Montana State Unrversnty or the Unnversnty of 3
Montana.” Profes_smnal contacts at other institutions and in industry were most
‘importanti -Other activities included short courses, i.e., Chautauqua courses
3 or"seminars that were offered in various academic areas.

When asked to respond to the relatlve effectiveness of the faculty
development efforts at TECH seven of the partlcrpants found that the faculty
| development actrwtles were effective. Six participants found that the activitles_‘ |
vvere fot effective. The average rating of effectiveness for participants was -
- 8. 77 For the non- partnmpants SIX (75 percent) belleved that the actlvmes

were effectlve and two (25 percent) stated that the actnvrtres were ineffective.

- ~ The average ratlng for effectlveness for non- partrcrpants was 4.25,
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One reason given tor the ineffective rating of faculty development related
more to the absence of resources than to the efforts by central administration,
“ specifically the AVP. An associate professor in the Natural Sciences and a ‘
| participant stated, "VP Toppen appears to.support hdnest research, but he
.has ensountered some difficulties with the faculty. In tne past, leaves,
'. sabbaticals and travel were mostly politicai shenanigans, but he straightened
that out." | | |
A‘fuii professor in the SociaiSsiences and a participant suggested that
| facuity deveiopment was “etfective as far as it goes. There is so much more
that could be done. Human resources are so stretched at this point that
: _faculty.d,eveiop'ment in any s'ituation comes down to an either/or balanced
| against teaching. [t [faculty development] is more of a promise than a reality."
Tha op.pdsin'g point df view _\ivas held by both participants and non-.
‘participants. They suggested that central administration was the problem.
The rating of meffectiveness was related to central admlnlstratlon A tuII
* professor in the Professional Studles and a participant |nd|cated that "it was
not sﬁective'for me." He‘sontinued:
| You can have all the rules, but ifl they aren’t enforced,
there is no real policy. Certain administrators have the
power to doas they please.  If they say that we can’t
afford travel or. sabbaticals, then faculty development is
stopped. Helena can order what it wants. Without the
AVP’s assistance, it will not work and you are left out

An associate: professor in the Professmnal Studies and a participant

stated, "We‘ nave a lot of paper for paper’s sake. I'm not sure that this is
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worthwhi'le.  Our effort is teaching. But the administration is moving into
reseerch and grants."‘. |

: bther faculty members suggested that faculty deyelopment"at TECH was
not effective because they controlled. their own faoulty:development. One
associate pro‘n‘essor who was a participant stated, "Not effective for me. Atmy
age I'm vital. The school has said that they require this of me. They don’t
know how best to do it for me. Someone who has been here 12 years needs
a kiok‘in the but—f. P've done.it myself." o

- Another participant, a full professor in the Professional Studies, suggest-
ed, "You -vha've to be aogressive.,_. Get it on youf own. The opportunity is
there. AII‘ that you need is personal initiative.f' “

The majority of respondents indicated ;chat they would participate in
faculty deVeIopment in 'thef‘uture if the funds were available. The perception
was that funding would continue to decline and that individual facuity
memberfsonId' have to provide more of tnei‘r own ‘develooment. In almost
'any form these activities involved contact outside TECH, eifher in pri_\/ate
industry or at other institutions of higher Iear_ni'ng.

| Some of the respondents indicated that‘faculty development at TECH
.was of-limited'value, either personally or,v professionelly; ‘One assistant
. professor in the Natural Scienoes ano a participant said, "No, | oo it outside _
‘ the inStitUti_on; withoot 'their help They are -supportIVe as long as you don’t

cost them money. | consider it an erosion of personal time." An associate
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professor in the Somal Sciences and a partrcrpant expressed similar frustra-
t|on wrth faculty development act|v1t|es “Probably not. The ideal [assomated
. with faculty development] is that if you are good and work‘ hard enough you
~ will be efféctive With all "students‘ This is unrealistic I’'m beginning to reach

the pornt where vntallty Ieads to burn-out The standards are too high and

" there.is. Ilttle success u

- Faculty Development at Montana State

Unlversrtv (MSU)

Student enrollments at Montana State Umversnty (MSU) from 1980
to 1987 followed snmllar patterns of growth and decllne that occurred at
‘EMC and TECH. The Fall enrollment for 1980 at MSU was 9,811 students

‘(Montana COmprehensive Annual Financial Report, 1987)‘ By Fall Quarter

1987, enrollment peaked at 10 789 an increase of nine percent in the five-
year perlod For the next three years, student enroIIments decllned from one
to four percent per year.

Similar patterns of growth' and decline occurred in the ranks of the
faculty The total number of faculty members who met the crlterla established
in Chapter 1 are presented |n Table 8. From Table 8, it can be seen that the

.number of faculty members grew from 1980 to 1984 and then declined
through 1987 Durmg this elght-year perlod the number of full professors
| mcreased by 13 percent; associate professors by 20 percent; and assistant
professors by 24 percent. However the total percentage for each rank

remained fairly consistent over t|me.
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Table 8. Montana State University, academic rank by year.

Full ~ Associate Assistant »
Year No. | % " No. % ‘ No. T % T&’E‘_"

| 108081 [139 | 430 | 114 | 350 70 22.0 323
| 198182 {147 | 420 | 124 35.0. 81 230 | 352

198283 |157 | 420 | 133 850 | 87 | 280 || a7
198384 | 166 | 420 | 140 | 350 89 | 280 | a5

198485 | 174 | 420 | 141 | 340 9% | 240 | 411

198586 | 172 | 420 | 140 340 | 9 24.0 408
| 198687 [165 | 410 | 143 | 360 | o4 23.0 a02
| 198788 | 159 | 400 | 143 36.0 92 24.0 394

Table 9 presents the number of faculty members by subject matter and

year.

Table 9. M.ontana State University, subject matter by year.

‘ Na\i\dral  Social Humanities/ Professional
_ Sciences ~ Sciences Fine Arts Studies -
, T ‘ - Total
Year | No. | % | No % No. % No. % No.
1980-81 116 | 360 | 51 16.0 35 11.0 | 121 37.0 323
1981-82 124 | 352 53 15.1 40 11.4 135 383 || . 352

198283 | 120 | 342 | s8 | 154 | 43 | 114 | 147 | s00 [ a77

1983-84 | 131 | 332 58 | 147 | 48 | 121 | 158 | 400 || 395
198485 | 138 | 336 | 58 | 141 | 48 | 117 | 167 40.6 411
| 198586 | 143 | 3s.0 54 | 130 | 47 | 120 | 164 | 400 408
198687 .| 142 | 350 53 | 130 48 | 120 | 150 | 400 [ 402

1987-88 | 142 | 36.0 53 | 185 | 48 | 122 | 151 38.3 394
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During this time, the numb‘er of faculty membe_rs in the N:atural Sciences
grew by 18 percent, the Social Sciences by 4 percent, the Humanities/Fine

Arts ‘by 27 percent, and the Professional Studies by 20 percent.
| From 1980 to 1987, faculty development activities at MSU lnvolved four
| specrflc areas: the Research- Creatnvnty Program the Teachlng-Learhlng
Commlttee sabbatlcal leaves and faculty travel 'l'he majority of institutional
efforts for‘fostering faculty development were included in these four areas
There was no officer responsnble for coordlnatlng faculty development.
Rather matters of faculty development were conducted through the Office of
the Vlce Presudent for Academlc Affalrs and the Offlce of the Vice Presndent
for Research Admlnlstratlon Annual allocatlons for faculty development from

1980 to 1985 surpassed $300 000 |

The majorlty of |nst|tut|onal funds allocated for faculty development were
awarded directly to the general faculty lndrvndual faculty members competed
for grant monies through the wrltlng of proposals in various areas that
promoted teachlng, research creativity, and service. Although central
coordination for faculty development was monltored in the VPAA’s Offlce the
varlous. act|V|t|es were admlnlstered by faculty commitiees. From 1980 to
1987 there was no faculty development office or officer responS|ble for faculty
: development. The _programs were designed to be run by faculty for faculty.
The majority of the faculty development activities were admlnlstered

by faculty committees such as the Hesearch -Creativity Commlttee the




81

Teachlng Learnlng Commlttee and the Sabbatlcal Commlttee The exception
occurred in the category for. faculty travel ln general the decnsuons regarding
faculty travel remained an admmlstratlve function. The depariment heads
p,layed key roles in the allocation-of‘ these funds. The criteria for each of the
four areas of faculty development are outlined below.

Flese'arch-éreativitv Committee. The Research-Creativity Program was

or‘ganized in 1979‘ by the Vlce President for Research Administration. The

program was adminiStered by the Research—.Creativity Committee whlch

L .consisted of nine faculty members, one from each college on campus. The

Committee was responsible for the distribution of funds to the general facully
to develop oppo'rtunities for -research-creativity aictivities Central coordination

of the program WhICh mcluded record- -keeping and grant money dlstnbutlon

was monltored by the Offlce of the Vice Presndent for Research Admlnls-\

ration.

Orlglnally, the Research-Creatrvnty Commlttee dlstnbuted funds in three
areas of development competltnve awards tothe faculty, visiting ‘speaker
awards, and awards to graduate students. Awards to the.faculty ayeraged
: '$105,0t)0‘ per year from 1980 to 1985. The awards were intended to assist
_‘faculty' members in deyelopment. research—creativity programs . These
stlpends allowed faculty members the opportunlty to pursue research-related
endeavors There were no maximum or minimum amounts established, but

‘ the Commlttee recommended arange ot $5OO to $8 000 per year.
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Priority funoling was given to proposals th_at were considered "seed"
grants. The intent was to provide_funding for 'projecte that had potential'for
.. receiving external support. The Committee also considered fuhding proposals

-. . which attempted to develop new programs The monies that were allocated
were avallable for travel, release-time for grant preparatton and operations
.. expenses which included graduate assistants, equipment purchases, and
\support_rstafl. ) ' | |

The visiting speaker awards provided funds to selected departmeénts that -
were trying “to brino prominent scholars to M'SU for lectures, workshops, or
.semina'rs. Approximately $10,000. per year was available for travel, per diem
allocation, and epeaker fees. By 1985, the monies available for this program
were merged with a component of a National Science Foundation Grant
("Montanans ona New Track -for Science," or MONTS) to continue funding for
visiting lecturers and speakers. | |

The: awards to ‘grvaduatestudents, administered from the Office of the
" Dean of ‘Graduate Studies, provided support funds to graduate students for
completion of projecte leading toward graduate degrees and to provide travel
to conferences for presentatione of research findings. 'l'he annual allocation
" in this program was approximately $10,000.

The Research-Creativity ‘Committee, like most ‘other organizations
on campus (i.e., the Teaching-Learning Committee and the Sabbatical

Committee), experienCed growth and rapid decline. From 1980 to 1985, the |
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.“ Committee allocated approximately $125,000 per year. However, in 1985-886,
| when legislative appropriations to' the Montana Uniuersity System and
subsequently to- MSU were sharply curtailed, the awards to faculty were
discontinued due‘ to lack of funds. The Visiting Speakers Program and
‘ awards"to gradUate students were maintained at previously established levels
of funding (Jutila, 1985).

- Teaching-Learning Committee. The history of the Teaching-Learning

Comilttee (TLC) dates back to 1978 when the Vice President for Academic
| Aftairs organized a group of faculty members frorn ‘aII colleges and programs
~ to coordinate "and address instructional development at MSU. The TLC was
an interdlscip,linary committee of faculty members who adminiStered funds to
prornote faculty deVelopment, speoifioally instructional development. From its
inception, the TLC was designed‘ to be run by faculty for faculty, which meant
v'that no perrnanent administrator was_ hired to‘ oversee the operations. 'l'he
| Commi'tte‘e elected its own' coordinator and soliclted its own members.
From 1979 to the mid- 19803 the budget for the TLC was approximately
'$100 000 per year. The Commlttee solucuted proposals from the faculty twnce
annually and awarded grants in most areas associated with instructional

design. Durlng this period, 40 to 60 percent of the TLC’s annual aIIocatlon

- was awarded dlrectly to the faculty on a competltlve basrs From 10 to 20

| grants were'funded each year, ranging in amounts fro_m $40 to $8,000.
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The Teaching Learning Commlttee funded proposals in four categories:

- (f) Helease-'l'ime Grants -- grants that provrded academic year release-time

for faculty to pursue instructional activities directly, (2) iviini Grants -- grants
that provided essential support and technical services for |nstruct|onal
_ matters, (3) Travel Grants -- grants that provnded faculty with the opportunity

for travel to workshops or conferences on instructional development and

@ Summer Quarter Grants -- grants that provrded salary compensation

| during the Summer Quarter to allow faculty the opportunlty to pursue
mstructronal development projects.
A portion of the annual funds allocated to the 'l'l_C were mvested in major

workshops. on teaching techniques and seminars to support new and
" innovative ideas in university teaching. The TLC’s charge of instructional
.development .at MSU involved the exposure of as many faculty members as
' possnble to the drfferent techniques and resources in mstructional design.
-These activities included the Teachmg Fair and summer workshops

| During the latter half of the 1980s, the resources available to the TLC
* declined or were | sharply :curtailed‘ as legislative appropriations to the
| "institution were cut. The remaining monies available to the TLC were focused
on a new ;_'Ciore.Curriculum at MSU._ These funds were awarded to faculty.
members who wanted to modify or create a new course pertinent to the Core.
There was a limited number of $2,000 grants made availaole to the faculty to

‘assist with the ‘preparation of the new Core.




One example ofthe TLC’s success in promoting faculty development was
the Teaching Fair; The Fair was an annual event that provided seminar and
| lecture sessions which focused on common instructional problems from within -

a variety of disciplines and tields of stud‘y- with a variety of solutions. Faculty
members W|th similar interests and professional persuasnons could d|scuss
problems and solutions to instructlonal concerns The ldea was to reach as
many faculty members as possible across campus to encourage them to
consider change in |nstruct|onal design Also the TLC wanted to capture the
attention of those faculty members who might be slightly mterested in
|nstruct|onal |mprovement but who normally would not wrlte a competitive
grant to the Committee |
Another example of project success that had.institutional and System
| impact yv'as the Writing and Thinking Across the Curriculum_ grant. This was
- a multi-_disciplinary project that involved strategies to stimulate development
of student thinking and writing skills in all academic areas across the campus._
" The success of this project was instrumental ina System-wide project that
‘had similar goals. |

Sabbatical leave. The criteria for sabbatiCalleaves were established in

the Faculty Handbook (section 103. 03) at Montana State University. Faculty

L employed |n the institution Wlth seven years of service to the State were

- eligible for conS|derat|on. Sabbatical leaves were normally negotiated from

- one quarter to'an academic year. Faculty members who received sabbaticals
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agreed to return to MSU for one fQII year after cbmpietibn of the assignment.
“or repay ‘thelmohi'es taken While 6n leave.

The appllcatlon for a sabbatlcal was processed through the Office of the
'Vlce President for Academlc Affairs (VPAA) Thls appllcatlon which requnred
-the sngnature of the respectlve department head, was screened in the VPAA’
‘Office to determine if eligibility . criteria were met. The applications were

forwarded to the Sabbatical Review Committee, a five-member subcommittee

~ of the Faculty Affairs Committee. This committee ranked each applicationand

returned them to the VPAA for final approval.

- From 1980 to ‘1 987, the majofity of the funding for sabbatical ieaves came
from two sources: the University pool from-' the VPAA’s Office and the
res_pective depaftfnents. For leaves that were approved for an academic year,

the faculty memb'er received two-thirds of his/her salary; 17 percent was péid
by the departmént and 50 berceht came from the University pool. For
Sabbatic_ai assignmenfé that were approved fpr less than three quarters, the
. faCuIty member received full pay; the University pool provided two-thirds and
the department, bh_e-third.' o
‘From 1980 to 1987, 'allo'cations for sabbatical leaves from the University
pool averagedl$i115,00_0 per year. The range of the numbef of faculty
members applying for sabbatical leaves was 14 to 20 per year, with 8 to 10
.apphcatlons belng approved each vyear. Sabbatlcal assignments were

awarded ‘primarily to fu‘ll -and associate professors (50 and 49 pércent,
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i'-resp‘ectively). Thirty-eight percent of the awards were made to faculty
members in the academic area of the Humanities/Fine Arts, 30 percent in the
Natural Sciences, 20 percent in the Professional Studies, and‘ 12 percent in

the Social SCiences.

Faculty _'traVeI. ',Faculty travel, specificallyout-of-state travel, ‘\lvas the
) a‘nomaly of-the four components of facu_lty development at MSU from 1980 to

i 1987 The budgets for travel were establlshed at the departmental Ievel The
deClSIOl'IS as to Wthh faculty members would travel for what reasons, and
how often were declded by the department head and/or the faculty members
of the respectlve departments - The criteria used to determine prlorlty for

travel conslderatlon lnvolved categorles such as attendance at national

- ‘conferences professronal presentatlons and recruitment for replacement of

vacant faculty posntlons within the department
The travel expendltures by subject-matter aff|I|at|on and year are present-
~ed in Table '1'0. From 1980 tc 1985, expendltures in faculty travel increased
.29 percent. Approximately 43 percent of the travel funds ,were spent in the
P.rofessional Studies 14 percent in the Humanities/Fine.art‘s 23 percent in the

Social Scnences and 20 percent in the Natural Scnences

The data for companson of travel expendltures by academic rank were
: not avallable for th|s study The records contalned only cumulative totals by

acade_mlc area. ln order to identify mduvudual‘ faculty members who traveled
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and for what reasons would have required a hand search of hundreds of

thousands of vouchers.

Table 10. MSU travel expenditures, subject matter by year.

" Natwral - | . Social - . Humanities/ | Professional

Sciences ~ |  Sciences Fine Arts Studies

- ' Total
Year | Amount| % | Amount| % | Amount| % | Amount| % No.

| 198081 Jsa0,772 | 200 Jsa5954 | 23.0 [s22,190 | 14.0 [s68,553 (43.0 [ $157,460

1981-82 | 34,449 | 21.0 | 41,857 | 250 | 31,133 | 19.0 | 58,506 |[35.0 || 165945

1982-83 | 39,818 22.0 | 44,020 ‘24.0 21,092 12.0 | 77,603 |42.0 182,533

| 198384 | 35,547 | 18.0 50737 | 250 | 21,377 | 11.0 | 92,132 [a6.0 | 199703

1984-85 | 45,337 | 21.0 | 38,248 18.0 33,860 16.0 | 95,728 |45.0 213,173

- 1985-86 | 42968 | 19.5 | 42512 | 19.5 | 39,423 18.0 - | 95,452 [43.0 220,355

1986-87 | 36,842 | 220 25431 | 155 | 25708 | 155 | 79,369 [47.0 | 167,345

_ Perceptions of faculty development at MSU. A search of the personne!
records at MSU revealed that a total of 394 faeulty members met the criteria

established in Chaptef L fo'r.consideration in this study. The documents

available from the HeSearCh-Crea‘tivity Committee, the Teaching-Learning:

J

Committee, and the Sabbatical Committee indicated that approximately 46
percent ‘ef‘ the feculty members had participated i_n these activities at least
once from 1950 to 1987. Faculty participation included a range‘ of activities
‘from attendence at'workshops‘to annual recipients of commitiee grant
monies.

A random sample of 79 faculty members was drawn from the total faculty

- for the purpose of conducting mterwews about faculty development at MSU.
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'The sample was _selected on the basis of the variables of academic rank,
subject-matter.affiliation, and lparticipation. l_etters were sent to all 79 faculty
' members 'requesting an interview to discuss faculty: development. (A copy of

. the interview questions is found i |n Appendrx C) Twenty-two faculty members :

agreed to this |n|t|al mtervrew request Approxrmately three weeks after the
initial request, a second request was sent to the remarnrng 57 members of the
sample. From this request, eight additional faculty agreed to be interviewed.

In total, the response rate for th.e sample was 38 percent (30 of 79). Of the

.30 faculty members who agreed to be interviewed, 16 were participants and
14 were non- partrcrpants | |

The mtervrews were conducted in the respectrve otﬁces ot the faculty
members ~ The respondents were prepared for the interviews and the
perceptron was that they had revrewed the questrons and had considered
thelr responses to the questions |n advance-. They appeared relaxed and
~wiling to respond. A majority of the respondents’ were candid in their
responses especially‘ after they were given as‘surances that the reporting of

_ the contents of the mtervrew would not |dent|fy any mdrvrdual

The respondents defrned faculty development as those activities or
opportunrtres that promoted |mprovement intwo specrfrc areas: teachrng and
research The _definitions were brief and emphasrzed both research and

: teachrng.‘ A partlcrpant inthe Professronal Studies and an associate professor
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‘prOVide‘d a typical definition: "'Faculty developmént is staying current in the

areas of teaching and research, as.well as maintaining my sanity."

" The definitions of facuilty development at MSU were consistent across

- academic rank and subject matter. The responses at MSU were similar to

" those given at TECH and EMC. i-iowever, there were some exceptions

among the respondents for participants and non-participants. Differences
oc_:éur‘red with the placement of emphasis for teaching or research. An
assistant professor in the Natural Sciences stated, "Faculty development

includes any one of a series of programs to help faculty become more

'""competitive in. the field. This broadens the horizons and involves more

. research than teaching."

One théme,that was consistent in the definitions was the need to

) continue to grow or mature in the ‘_profession. The idea was to keep up-

e

td-date professionally. Faculty percéption was that development. had a
component of "maintaining." Comments included such terms asv'_'staying alive
;ptofeasionally,'f .'!'st-aying -current," or "keeping up-to-date." The faculty
mambers were cpncarned with maintaining an up-to-date professional status.
There was. nevei’ an attitude of "gétting ahead";ljust a need to at least kéep

The majority of the respondents indicated that the definition of faculty

' development involved a variety of activities that promoted teaching improve-

ment and research-creativity endeavors. The responses were consistent for
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academic rank and subject-maitter affiliation. The comments included, "attend
meeti'ngs,'_' "saboaticals," and "the opportunity to do work in other areas." The
emphasis was on peer interaction at conferences, worKShops,‘ and national
rneetings. The faculty members expressed interest in going off-campus for
'these feculty development activities.' An associate professor, a participant in
the Natural Sciences, expressed the retionale for peer interaction: "It is
fimportant to maintain contacts in the field. We do research 'and‘creative‘
‘ actrvrty that leads to recognltion by colleagues in the field. While the interest
in teachlng comes from wrthln oneself, we need exposure to outside stimulus
' such as workshops, lectures, reading journals, etc."
Although travel off-campus was important to the respondents there was
lsupport for- activities on campus, such as T l_C WOI'kShOpS and the Visiting
Lecture Series from the Research-Creativity Committee. An associate
_- professor in.the ProfeSsional Studies and a participant stated, “it is more
_ advantageous to bring people to campus than to send someone off. When
one person goes' to a.conference, he/she benefits. When someone comes
to cempus, we all benefit. | rarely travel out of here to get help with teaching.
- Fm involved‘ on carnpus with the TLC and teaching improvement." |
The perception of a majority of the respondents was that they were not
‘pe’rmitted 'sufiicient time for '_iaculty development. The constraints of increased
teaching loeds, and other responsibilities, did not allow the time needed for

these activities. Consequently, faculty members had fewer opportunities for
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deve_lopment. Release-time to improve teaching or conduct research had
been curtailed. If faculty development occurred, it was accomplished at the
‘ expense of personal or "family" tlme

When companng the respondents’ definitions of faculty development W|th

“ what existed at MSU, many faculty members found that the two definitions

were "similar" or that there was "no difference." The emphasrs on teaching
from the TLC and research fr‘om‘ the R-C Committee was in accord with what' .
; the faculty expected The exceptlons in def|n|t|on were with the perceptlon of
emphasls One full professor in the Social Sciences and a partncnpant
suggested, "The definitions are different because they want to emphasize
" research to the exclusion of teaching.” Another participant, an associate -
.professor in the Humanities/Fine Arts, expressed similar concerns.
* The definitions are different. What is bothersome to me
~ is that faculty development is not unified across campus.
.The expectations vary from one department to another.
-1 have heavy teaching loads each quarter and I'm expect-
ed to do research the same as someone who teaches an
occasional course. | don't have the same opportunltles

‘There are inequities in the system.

- Some respondents expressed frustration with the difference between

R what was defined as faculty develo'pment at MSU and what was practiCed.

-The concern was the arbitrary decisions relating to grant allocation. The
" perception was that the merits of the proposal were secondary to political
contacts with commitiee members. One part|c1pant an associate professor

~in the Natural Sclences stated in reference to proposal conslderatlon "It’s
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politiCS pure and simple -- who you know. It is hard to find out what the heI'I -

~is going on around here."

The decrslon to partrcrpate in faculty development at MSU for most

- respondents was governed by "avallable resources." In order to malntaln .

current professronal status the faculty members were motlvated to apply for

" the grant monres. They were able to retain contacts in the field and to avoid

'professional isolation." The moniesavailable through the faculty development .

activities provided the necessary "seed money." An associate professor in the

Natural Sciences concluded,'f'We need the money to get out and make the

contacts. ‘Research-CreatiVity was good for .momentum to get started."

Another associate professor in the Professional Studies suggested, "l chose

' research Ftesearch is the key term. Those are the rules at MSU Teaching -

-the path of least resistance. ‘lnorder to get the rewards, you have to do the

is not rewarded "

~ The reasons provided by the respondents for not participating in faculty

' -'development were consistent for the variables of academic rank and subject-

matter affiliation. The perception by most of the faculty. members was that

o they were "outsrde the political power" at MSU. They were allenated from the
- people who made the necessary decrsrons relatrng to how facult_y develop-

: N m'"ent monies were spent. The frustration, expressed by some faculty

o members was that faculty development was for the younger faculty members

N 4y (T

or, for those who conducted research. The prevailing attitude was "why.

1




| 94
bother?" A full professor in the natural sciences summarized, "I'm not at the

research level. There is no option for an old-timer that has failed. Hetiremént

- 'is my designation." Another full professor in the Natural Sciences expressed

similar concerns: "What is there for older falculty?‘ In'my area you need three
or four major publications a year to be successful. | don’t have the support
staff to do this type of research."

The respondents, both participants and non-participants, stated that they

| participatéd in the faculty development activities other than those associéted

with MSU.. The faculty explained the need to maintain contact with peers in
the profession, through travel to meetings, workshops, and national confer-
ences. The exposure to professionals in the field helped control “isolation"

and "burri‘-out." An associate professor in the Humanities/Fine Arts conclud-

~ed, "Yes, !"'m isolated. The library does not have the resources necessary f_or

me to do research. Travel is the only solution." Another associate professor

in the Natural Sciences suggested, "As a department, we go’to meetings to

- make contacts. Our success with grants indicates that the contacts are

working. Ali that we have, we- picked up indirectly. You don’t succeed by

‘sitting on your rear in the officé. You have to get out and talk."

- Amajority of the respondents rated faculty development‘aé effective. The

overall rating was 4.93 on a scale of 1109, from ineffective to effective. The

_ r'ange in responses was a low of 1 to a high of 9. The average rating for non-

participants was 4.5, and 5.2 for participants. The respondents indicated that




the low rating of effectiveness was due more to the absence of resources
| than to Iack of effort by faculty and admmlstratlon

The perception was that I|m|ted resources and the competltlon for grant _
‘monles created "unnecessa_ry" tensions among the faculty. ‘Not all respon, -
. dents believed that they or theirgra‘nt proposals were judged fairly. An -
assistant professor, a‘non-p'articipant in the Physical Sclences 'suggested that
"there are a limited number of resources avallable for faculty development
The ratio of your grant belng funded is low." Another non-participant, a full
professor in the NaturaI.Smences, stated: "It's the good guys glVlng the other
good guys the money and favors which is contrary. to the principle.  It's
~ politics."

‘ The conclusrons were that wh|Ie faculty development was’ supported
especrally by the VPAA the resources were very Ilmlted or nonexrstent The
investment by MSU of Iess_than $130,000‘ |n_ many areas of ‘teaching and
research was considerably lower than national norms. One associate
professor, a participant in the l\latural Sciences, stated:"

Problems here are that the department and the university -
wish to push into areas that are competitive natlonally
The dimensions of commitment vary considerably. For
example, at MSU, $25,000 would be a large sum, while at
similar institutions, $250,000 is common. We have to
spend more time on grant writing than on grant execution.
A relative concern is in the area of personnel. We have

~ 1o attract more graduate students. This is a very slow

process with stipends, tuition waivers, etc. .We accept
: everyone on the high side of average




96
For many of the respondents the d|lemma occurred with the conflict
between teachlng and research. . As resources began to decllne faculty

positions were cut and teachlng duties increased. Faculty development was

accompllshed at the expense of personal time. A partIC|pant a full professor

' |n the Natural Scrences, stated:

We have to do it. Itis hard to do research at MSU. The
teaching loads are high, the facilities are limited, and there
aren’t enough graduate students. But we survive. The
key is flexibility. Times have changed. You have to go
out and find the money. You lose petty competrtlon when
you turn outside..

Other faculty members who rated the effectiveness as low expressed
frustrations with the feedback that they received from the Committee. Often,
the response sent to the grant applicants was a form letter with little or no
msrght as to why the grant was not funded. Feedback from the Commlttee
‘was mlnlmal As one p.artlc1pant, an associate professor in the Social
Sciences, stated: "It is discoUraging to receive a terse ‘no.” There was no
constructive criticism. The qualitative effort was not put in by theCommittee."

Participants and vnon-participants‘were concerned with-the number of

sabbaticals given each year. With a staff of approxim.atelyl500 and an _'

average of only 10 per year, there was doubt of ever receiving a sabbatical.

The frustration was that the possibility was so low and the mo:ney might not

~ be available when the time for a sabbatical .arrived. An aSsociate professor,

participant in Natural Sciences, stated: "A lot of our dollars go |nto people

' and programs who have crashed and burnedl It costs too much money to |

T e
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‘ pUll them out. We necd to identify thoSe"who are about to burn and bail them
out first." | | |

| The.majo'rity of the respondents indicated that they would participate in
'iaciJIty davelopmant iti the future, if thc resources were available.. However,
therc -was doubt as to the a‘\'/ajilability‘ of these resourcea. Thc dilemma for
most of the faculty mambers was the inevitable reéult of not participating. In
" order to compete ar_id 'to perform in the prcféssion, faculty must have the

xréscurces. The skepticism was that the institution will not be able to afford

T this luxury. The questions remained: Where will the money and time come

from? Will it be graht or personal?

Char’aCteristics of the Faculty Who Did and Did
Not Participate in Faculty Development

There were 544 faculty mambers at the three i‘n'stitutions wl‘io met the
'criteria eStaclished in »Chapter 1. The population included 96 faculty members
at EMC, 54 at ‘TECl.-l,' and 394 at MSU. A review of the available documents
| and interviews condticted at the respective institutions classified these
iitdividuals_as_participants or non-participants in'faculty develcpment. From
the population of 544,,5 random sample of 192 faculty members was chosen
by the characteristics of academic rank, subject-matter affiliation, and whether
| 't._hey were partiCipa'nts or non-participants. lntetviews ‘Were requested with
each. member chosen' in the sample. Sixty-five faculty members (33.8 per-

cent) agreed to the ‘intérviews. For the pUrpcser of analysis and hypothe_sis
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testing, these data are' presented in tabular format by the variables of
.academic rank subject-matter affiliation and part|c1pat|on and non-

part|C|pat|on in faculty development.

H'yp otheses
 Null Hypothesis' 1: Participation in faculty development activities is
independent of academic rank. .
. ‘Tables 11 12 and 13 present the results of the Chi-Square Test of

o independence for academic rank by part1crpat|on in faculty development

activities. A separate table and dlscuss10n are presented for each of the

B ‘three academlc I‘nStItUtIOI'IS.‘

Table 11. Eastern Montana College: Chi-Square Test of Independence,
' academic rank by partlcipation (N=986). :

- Full Prof " Associate Prof Assistant Prof

Obs Exp | Obs Exp Obs Exp

Participants | 20 | 239 | 20 | 220 13 | 161

Non-Participants | 8 | 131 | 14 12,0 12 | 89
 Totals a7 | | 8 25

‘The calculated Chi-Square is 5.3 with a P-value ‘of 'O‘ 69. Based on the

o analys1s of the findlngs presented in Table 11 Null Hypothesis 1 was retained

at the .05 level of significance. Participation in faculty development was

independent of academic rank at Eastern Montana College.
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Table 12. Montana College of Mineral Science and Technology: Chi-Square
~ Test of Independence, academic rank by participation (N=54).

Full Prof Asseciate Prof | Assistant Prof

Obs Exp Obs Exp Obs Exp

|/ Participants. -~ - | 17 | 193 | 18 | 170 | s 3.7

_“Non-Participants o | 67 5 6.0 0 1.3
Totals - 26 23 ‘ 5

. THe:eaIculated Ch'i-SqUa're is 2.92 with a P-value of .2240. Based on the
.enélyei"s‘_"of the ‘fih'din.g's presehted in Table 12, Null Hypothesis 1 was retained
at ‘the.,.05' le\}el of significance. Participation in faculty development Was
_',,jindependeht'-ef academie rank at Montana College of Mineral Science ana
: Techn.oiegy.. | .

" Table 13. Montana State University: Chi-Square Test of Independence,
- academic rank by participation (N=394).

Full Prof Associate Prof

Assistant Prof

. Obs Exp Obs Exp Obs Exp

Participants . 75 | 739 86 66.4 22 42.7

| Non-Participants | 8 | 8.1 57 (766 | 70 | 493
“Totals | 159 | 14 e |

: - ‘The'ca'lculate'd Chi-Square is 29.59 with a P-value of .0000. Based on the

'%an'alysis of the findings presented in Table 13, Null Hypothesis 1 was rejected.

B _ -Aeeofding to these ,_d‘ata', the two variables of academic rank and participation

. are not independent ‘at Montana State University.  Sixty percent of the
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associate professors participated in the faculty development activities, while
' 47”peroent of the full professors and 22 percent of the assistant professors
' participated.’ More associate professors and fewer assistant professors than
_ : expe.cted"participated in the faculty developnqent activities.

Null Hypothesrs 2: Participation in faculty development activities is

mdependent of subject-matter afflllatlon ”

Tables 14, 15, and 16 present the results of the Chi-Square Test of
' Independenoe for sut%)jeot-matter' affiliation by participation in facolty' develop-
: rn.e.nt activities. A separate table anct discussion are presented for each of the

three academic institutions.

Table 1_4 Eastern Montana College: Chi- Square Test of Independence,

subject-matter affiliation by participation (N=96).

Natural | Social Humanities/ Professional
Sciences -~ | = Sciences Fine Arts Studies
_ _ Obs | Exp. | Obs | Exp | VO‘bs Exp | Obs | Exp
| Participants | 10 | 110 | 13 | 10| 20 | 161 | 19 | 230
[NonParticip. |- 7 | eo| 4| 60| 5| so| 18 | 131
~Totals | | 17 | 17 ' 25 _ 37

- T he.ca_lculated Chi-Square is 6.727 with a.P-vaI'ue of .0804. Based on
these findtngs Null Hypothesis 2 was retained at the .05 level of significance.
Partncrpatron in faculty development was independent of subject-matter

afflllatron at Eastern Montana College.
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Table 15. Montana College of Mineral Science and Technology: Chi-Square -
Test. of Independence, subject-matter affiliation by participation

(N= 54) _
Natural N Social o Humanities/ |- Professional
Sciences Sciences Fine Arts Studies
Obs Exp Obs | Exp Obs Exp | Obs Exp
Participants | 16 | 12| S | 5 17
| Non-Particip. | 4 | o 0 | 10
B | . | . 27
Totals 20 2 1 5

The calculation of Chi-Square requires that at Ieasf 80 percent of the cells

have expected values of 5 or greater. Since this condition was not met, the

analysis was not pé.rf,ormed for Null' Hypothesis 2|as'it related to Montana

College of Mineral Science and Technology.

Table 16.  Montana State University: Chi-Square Test of Independence,
subject-matter affiliation by participation (N=96).

Natural social Humanities/ | Professional
Sciences © |  Sciences Fine Arts Studies
| Obs | Exp | Obs | Exp | Obs | Exp | Obs | Exp
| Participants | 81 | 660 | 16 | 246 | @32 | 223 | s4 | 701
Non-Particip. | 61 | 760 | 37 | 284 | 16 | 257 | o7 | 8o
Totals | 142 | 53 a8 [ 159

The calculated Chi-Square is 26.86 with a P-value of .0000. Based on
these fmdlngs Null Hypothesis 2 was rejected. According to these data, the

two variables of subject-matter affiliation and parﬂcnpatlon are not independent

T T T T
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at Montana State University.. More faculty members than expected partici-
- pated from the Natural Sciences. and Humanities/Fine' Arts. Fewer faculty
members than expected participated from the Social Sciences and Profes-
sional 'St_udies.

NuII Hypothesis 3: Faculty perception of effectiveness of faculty
development activities is independent of aca-
demic rank.

Table 17 pre‘sents the results of the Chi-Square Test of Independence for

‘academic rank by faculty perception of effectiveness of faculty development

" activities:

Table 17. Chi'-Square Test of Independence, academic rank by rating of
effectiveness (N=65).

Full Prof Associate Prof ~ Assistant Prof
Rating Scale | Obs Exp Obé Exp | Obs- Exp
Very Effective 79| 3 3.3 4 | 82 | 1 1.5
Effective (4-6) 15 15.0 13 14.4 8 6.6 .
Ineffective  (1-3)| 8 87 | 9 | 84 | 3 3.9
" Totals - | 27 26 | | 12

The calculated Chi-Square is 1.047 with a P-value of .9017. Based on the
analysis of the findings presented in Table 17, Null Hypothesis 3 was retained
at the .05 level of significance. Faculty perception of effectiveness of faculty

~ development was independent of academic rank.
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Null Hypothes:s 4: Faculty perception .of effectiveness of faculty
development activities is mdependent of sub-
ject-matter affiliation. '

‘T'abl'e 18 presents the results of the Chi-Square Test of Independence for

subject-matter affiliation by faculty percepfi‘on of effectiveness of faculty

develop_ment -activities.

Table 18. Chi-Square Test of Independence, subjecvt-‘matter affiliation by
. rating of effectiveness (N=865).

Natural | Social Humanities/ | Professional
o Sciences Sciences |  Fine Aris Studies
Rating Scale | obs | Exp Obs Exp Obs Exp Obs Exp
.| Very Effective | | ' ' ‘
| @9 I 3.0 2 | 12 0 08 6 | 39
~ | Effective - ] o ] l :
46 13 118 |- 4 4.8 4 | 32| 14 15.1
| Ineffective ( | ‘ . ‘
-3 - 8 | 71| 3| 29 2| 19| 8 9.0
Totals 22 9 6 . 28

‘The calculatlon of Chi-Square requires that at least 80 percent of the cells
have expected values of 5 or greater Slnce this condltlon was not met, the

analysis for. Null Hypothesns 4 was not performed.
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Null Hypothesis 5: Feculty berception ef effectiveness of faculty

development activities is mdependent of partic-
Ipatlon | o

| Table 19 presents the results of‘ _the Chi-Square Test of Independence for

- faculty participation by rating of effeetiveness.

Table 19. Chi- Square Test of Independence part|C|pat|on by ratlng of
| effectlveness (N=65).

| Participants | Non-Participants
Rating Scale |  Obs Exp Obs Exp
Very Effective  (7-9)| 7 54 | 2 | a8
Effective (4-6) 19 210 | 16 14.0
Ineffective ~ (1-3) 13 | 126 | 8 8.4
Totals | 3 | 26

The calculated Chi-Square is 1.693 with a P-value of .4325, .Based on -
" these findings, Null Hypothesis 5 was retained at the .05 level of significance.
Faculty_ perception of effectivenesevof faculty development activities was

independent of participation.




105

CHAPTER 5
CONCLUSIONS AND RECOMMENDATIONS

The three-fold problem of this study was:
(1) to describe faculty develcv)pme‘,ntvas‘ it exisf‘ced in the Montana University
-'-‘_Sy'stem‘ from 1 980 to 1987 and in three representative types of institu-
tiéhs within 'that System; | |
(2) to determine if é relationship ‘evx'isted between participation in faculty |
developmenf aétivities and the variables of academic rank and subject-
matter affiliation; and |
(3) th -assess how faculty perceivéd‘the effeétiveness of faculty develépment ‘
- activities. | o | | |
Institutional ‘documents relevant to ‘facu‘lty'dfevelopment' were séarched -fo.
“ determine the characteristics of the faculfy members who participatéd and di_d ‘
not pafrtibipaté in the aétivities from 1980 to 1987." The document s-,earch.
d‘iscllosed‘ that fhére were 544 faculty members at tH; three institutions who
met th(_a criteria for"inclu'sion in the populatidn. “Frorh the populaﬁo_n'a random
- sample of 192 faculty members was chosen adcbrding to the charactér.istics

- of academic rank, subject~métter affili'atiOn,' and participation and .non-




- 106

participation. Interviews were requested with all the members. of the sample.

A total of 65 faculty members agreed to the interviews.

The purpose of this chapter is to present the cohclusions of the study
and to make recorhrhenda,tions for future research and _impfoved practice in
faculty de\)elopment.__ The c'onclusi'dhs‘ are based on data taken from the
review of the documents of faculty developmeht and the interviews of selected
faculty memberé. These data were gathered in' reference to the research
quéstions established in Chéptér 1. The cohclusions are supported by the

descriptive and statistical findings of the study.

Conclusions

| (1) The definition of faCuity development included a myriad of activities that

enhanced faculty growth in teaching and rc::search. The definitions of
‘ faculfy developmént were consistent across academic rank, subject-
mattef affiliation,’ énd participa‘ltion. The majority of faculty members who
were interviewed suggested that any définition‘must include a variety of
\activit'i‘es that promoted growth in teaching and research. The activities -
| provided assistance to the faculty to conduct reéearch, design instruc-
tion, and pursue other areas of personal and professional development.
Faculty mémbérs preferred a diverse sét df activities that would meet

individual and group needs.
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| ‘Thes’efi‘ndings concur -with other research that emphasized the

Vimporta,n'ce of multi-faceted faculty development programs (Bergquist &

Fhillips, 1975;.:F.rancis,'_ 1975; Gaff, 1978; Simerly, 1975; Toombs, 1975).
These studies concluded that effective faculty development programs
considered the individual differences in faculty members and their relative

needs. Since faculty differed in such basic characteristics as academic

- rank, subject-matter affiliation, gender and age these differences must

@

be taken into conS|derat|on when addressmg faculty development

Faculty members part|C|pated in faculty development activities both on-

- and off—campus Part|C|pat|on in faculty development was not limited to

‘.those actrvntles assocrated with the respective institutions of higher
educatlon The majority of the faculty members who were interviewed
' suggested that they partrcrpated in a variety of faculty development

actrvrtles both on- and off-campus On-campus partrcrpatlon consnsted

L pnmanly of the activities prowded by |nst|tut|onal faculty development

programs They ranged from |nd|V|dual grants to cooperative efforts at

seminars and workshops Off—campus act|V|t|es involved peer interaction

. at reglonal and national conferences or meetlngs

Faculty stated that they partrcrpated in faculty development for a

; varlety' of profesernal and personal reasons They received both

o rntr|ns|c and extrinsic rewards for their part|C|pat|on (lVchee & Ford

_’1987 McKeachle 1979). lntrrnsrc rewards included personal satisfaction
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- for being able to contribute to the profession and a sense of usefulness.

Extrlnsic rewards 'ihvolved adequate resources to perform professionally :
‘and peer recegnition l‘or this performance (Braskamp et aI. 1984).

| Motlvatlon for participating in faculty development was related o the
personal and professional accompllshments Often faculty participated
simply because the necessary resources and funding were available only
through tlte faculty development programs. Also, many faculty express-

ed fear of becoming outdated in the profession an'd isolation as factors

~ that contributed to participation (Seymour, 1988). By maintaining contact _

with peers in the field, faculty were able to avoid burnout and stagnation

. (Melendez and deGuzman, 1983). of particular concern to the respon-

. dents was the perceived isolation of the academic profession in the state

(3)

of Montana. Most faculty members suggested that interaction with peers

in the profession was Iimited or nonexistent due to the distances between

the institutions in the System and regional or national institutions. Budget

cuts further curtailed the opportur\ity to travel.

Institutional and faculty definitions of faculty deve‘lop_ment were similar.
The majority of the faculty stated that their definition of faculty develop-
ment was basically the same as the definition in eXIStence at the institu-

tlon The programs provrded opportunltles for development in two key\

areas, teaching and research.
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Participétion in faculty development at EMC and TECH was independent
of academic rank and subjebt-matter affiliafion. The data from these two
institutions reveal that participation occurred across rank and subject
mvatteij. There was no évid'énce to suggest a relationship between the
characteristics of academic rank',' éubj'ect—matter affiliation, and participa-
tion .in' faculty development activities at these two institutions. The

majority of the faculty participated in the activities at least once during the

- period from 1980 to 1987..

Participation in faculty development at MSU was not independent of
academic rank and subject-maitter affiliation. According to the data from

MSU, the variables of participation in faculty development and academic

‘rank and subject-matter affiliation were not independent. Sixty percent

of the associate professors, 47 percent of the full professors, and 22

percent of the assistant professors participated in the faculty develop-

ment activities at MSU. These findings suggest that participatioh_ in

faculty development_ activities occurred more often at the assqciate
professor rank. Perhaps faculty‘ develophent resources could be
allocéted by rank, thereby encouraging more équitable participation by
full and assistant .prdfesSofs. | |

| ',When considerihg subject matter and participation, faculty members
‘in_th'e Natural Sciencés and Humanities/Fihe Arts participated ‘in the

faculty development activities more often than was expected, i.e., 67

1L amm B
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percent of the faculty members in the Humanities/Fine Arts and 57

| percént in the Naturai Sciéhces., Thirty-eight percent of the faculty

membef:s in the Professiénal Studies and 30 percent in the Social
Sciences 'par.tibipafed. Consequently, participation in faculty developrhent
was related to subject-matter afi‘ﬂiétion at.MSU.

On a scale of 1 to 9 (ineffective to very effeCtive), the majority of the
faculty who were interviewed rated faculty development as effective. The
consensus of opinion of the faculty Was that fébulty developmént at the
jnstitution was effective. The rating was éonsistent for academic razn_k_,
subject-matte‘r aff‘iliation, ‘and participation. Sixty-eight' percent of the
faculty rated the programs as effective. The range of scores was from
a I6w of 1 to a high of 9.’ Many faculty stated that their rating of effective-
ness was rﬁofe éttributable to the efforts to promote faculty d'evelobment
than to the,. availability of_resources.‘ While concern for faculty. develop-
meht was evident at the institution, adequate resources Were Iimited or

nonexistent.

- The Faculty Vitaliiy Project (FVP), which représented faculty development

at the System level, was considered effective by a majority of the faculty
members who participated in the project and ineﬁ‘ective by a majority of
the'faculty members who did not participate.

| The FVP provided funding for development to faculty in the six unité

in the Montana University System. Most of those who participated in the
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various activities were satlsfied with the prolect and considered it

| successful. The perceptlon was that the foundation monies were

mvested in"the individuals in the System.

For a majority of the non- partrcrpants the FVP was not successful
primarily because of the organlzation and administration of the pro;ect
The perceptlon was that central ‘coordinatlon from the Commissloner S
Oﬁise was inconsistent. ‘R.espc_)ndents had difficulties in communicating |
with appropriate .indi‘vidua_ls on the ‘Steerin‘g' Committee and in _the
Commissioner’s Office.

Participants and r_toh-participants expressed disappointment in two

"areas related to-the FVP.A " One erea concerned ‘the project goal to

promote inter-unit cooperation. While there were efforts to encourage

cooperationf between the six units and the faculties, the perception was

that the- reverse occurred. Competitlon for prolect monies eroded the

potential for cooperation. Another dlsappomtment was the inability of the

- System to continue the FVP after foundation monies were allocated. The

perception was that there was no long-term commitment  to faculty
development at the System level. -Any poiicies.dr ex_r)ectations pertinent
to development remeihed the responsibility of the -ind:ividu'ai camptises
in the System. | o

Faculty percer)tien Was that the resources availaiole'-'through' faculty

deveiopment ‘were not distributed equitably between teaching and:

-~ T
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research. While the rating of faculty development was effective, the
perceptioﬁ was that fhe areas of teaéhing and reSéarch were not funded
eqUitably. The faculty believed that institutional rewards weré placed |
‘mo're on research than on _teachiné, and at a time of inc‘reased fteaching _
loads. While there were highlighis |n instructional develobment, especial-.
ly the Teaching-Learning Committee at MSU, i‘hstitutional emphasis for
‘facu.lty' development was ‘for researc’ﬁ' which would bring ‘Tin outside
funding. With this compétition for available funding, instructional devel-
opment was sacrificed for research related endeavoré.‘

Senior faculty members expressed concern that they were excluded
from consideration for awards available throu»gh .faculty development
éctivities; that developmenf was for the yﬁuﬁger faculty .mémbers; An
exam_bile was the perception that avéilab,le_ funds for faculty development
were being used:as seed monies for proposals that provided opvportunity |
for outside funding. Senior .faculty were under the impression that they
weré being pressured to cdr‘hpete for granfs at a tirﬁe when many had |
little expertise in this area.. The limited state funds forced therh to go
outside the institution for additional financial support. Many questioned
this percei\)ed need to compete for research monieé and the potential

' jmpac_:t on institutionél mission. For example, a number of faculty at EMC
questioned whether the mission should include a heavy emphasis on

- funding to conduct research.
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' Faculty perceptlon was that there was information dlscnmlnatlon in

reference to resources avallable through faculty development Not all

faculty members or departments received the same messages relevant

to the "'resources available through faculty development. Some faculty

10

expressed concern that they did not have access to those who served
on facllty development committees and, subsequently, to the funds

that were awarded. This concern became more problematic when

: .‘.faoulty considered the likelihood of continued decline in resources

,avallable to. faculty development. lntra-i‘nstitutional competition for

these resources could have sngnlflcant impact on the efforts to provide

. faculty development to those faculty members who needed it the most.

-l\'flost, faculty members would participate in taculty development in the
fUture. The faculty suggested that they would participate in faculty

development activities in the future. However, the major concern was

' that adequate funding for faculty deyelopment would not be available.

Most faculty members recognized the financial constralnts that ex1sted

: m the Montana UnlverSIty System Adequate funding for educatlon was

a major problern for the latter half of the 1980s. Since there would be

fewer dollars tor faculty development during the next decade, these

.oonditlo,ns presented a major dilemma for faculty members. {rying to

resolve the conflict between personal investment of time and resources

- into professional development.
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Recommendations

The following recommendations for future research and practice are

made based on the findings of this study.

Recommendations for Future Research

(1

I'nstitutions of higher Iearnihg are confronted with an aging population of
facu'lty. members. The median age for faculty members in higher educa-
tion is expected to advance into the Lipper 50s in the decade of the

1990s (Hanson, 1985). Many administrators and faculty members

~ recognize the link between faeulty developmeht and the well-being of the

feeulty.. 'Faculty members must be provided with the necessary resourc-
es to develop and to improve. I[f facuity are not allowed adequate

opportunities for development, institutional and individual survival are

.seriously threatened. The investigation of faculty development activities

_ ,can‘ provide insight into the impact on individual faculty members and

@)

institutions of higher education.

Research is n_eeded on the relationship between participation in faculty

' d_é‘velopment and the career stages of faculty members. It will be
‘neeeesary to determine when faculty participate, what motivates partici-
. p'ationl; and what types of faculty development activities provide the -

, appropriate resulis,for the individual faculty member and the institution.

'Especially during times of financial decline, institutions must prioritize
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.available-resources. Only those, programs or \ectiVities that are effective
can be funded. o |
(3) ltalso will be important to determine the effiects of participation in faculty
| development en perfermanee and productivity. Wae the inyestment.‘of

" resources and personnel worthwhile for the individual faculty member

and the institution?

' Recommendations for Practice

(1) Inorderto mpnitor activities and to avoid program duplication, all faculty
develppment should be'coordineted through one central office, preferably
~ the Office of the Vice President for Academic Affairs. If the faculty
| .develo.pment office is an established location on-campus, continuity in
| program offerings cen be properly maintained.‘ Also, personnel in the
office can change with_l_imited interruption to the faeulty development
activities. The office can maintain accurate records of relevant demo-
graphics of the faculty members who participate .in the a‘Ctivities,‘ under
~ what circumstances, and the outcomes of'participeting. An accurate »
- ‘assessment can be made eoncetning the benefits to the individual faculty
member and te the institution. | | |
- One example of an effective model for faculty develo.pment exists at
Eas_tern Mentanev College. The. office has a part-time directer and part-
time administrator. who is‘.respensible for the central coordination of

all faculty development at EMC. Another example'of an el‘fective model
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for 'f'ac'ulty development is the committee structure at Montana State
University. The TeaChing-Learning Committee, the Research-Creativity

Committee, and the Sabbatical Committee utilize peer review to function

~ effectively and distribute resources in their respective areas. Central

cccrdination of these activities lS maintained through the Office of the
Vice-President fot Academic Affairs. |

Th'e faculty development program should allow for a variety of activities
that meet the differingneeds of‘ the faculty. As faculty members advance
in chronolcglcal age and career stage, theirv needs for faculty develoc-

ment change. ' Effective programs consider such basic differences as

academic rank and-subject-matter affiliation.

The equitable dis’tribution of available resources is a prime concern for
faculty and administrators. Institutions of higher education must invest

in facUlty development in the areas that will most benefit the individual

faculty member and the lnstltutlon Faculty and admlnlstrators 'should

‘ consnder alternatlve means of awardlng funds to the faculty The

competltlve awardlng of funds to the faculty may not be the most

equltable lt appears that competition erodes most efforts for intra-

: institutional communication and cooperation. When competitive awarding

_is the alternative, it is imperative that all faculty members have an

eduitable cha_nce; Many faculty members require proper training in
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writing ‘proposals. Without the proper training, they will not be able to

@

A "‘i'and provrde adequate institutional rewards for teachrng The perceptlon

compete for the faculty development funds

Faculty members and admlnrstrators must recognrze the importance of,

of the faculty members who were mtervrewed was that teachlng has not

been and will not be rewarded on-campus. Institutional emphasis and

\reWards are in research. Faculty members spend most of their time

r.

..~ . teaching, yet the institutional rewards are for research.

H'Faculty perceive that they are forced into conducting research

"because grant monies are available at regional or national levels. The

institution_al emphasis on research and grant writing is a result of

| reductlon in state support. The logic is that professional survival for

many faculty members requrres that they write and receive grants from

h outsrde sources lVlany senior faculty members suggest that they do not

. have the- necessary skills for this competition, especially since they have

- 'ifocu'sed on teaching for the past 20 years.

()

The sabbatical leave as we know it may not be the most appropriate

A '_faculty development act|V|ty for the 19903 The sabbatlcal leave of a full

o : academIC“year has come under scrutiny by admrnlstrators and faculty.
They questron the wrsdom of recervrng and then takrng a sabbatlcal for

. a full academrc year It has become increasingly difficult to maintain

.f_amllres, payments, and'lifestyles in two places at the same time. The
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re'latéd costs have- become prohibitive. As institutions and individual

faculty' members weigh the ‘investmént of sabbatical dollars,, alternative

leaves for shortef periods of time have been explored; for example,

monthly or quarterly leaves.

in oﬁ'der for faculty development fo be effective, faculty members must

take control of their own development. They‘ must participate in the

- decisions relating to faculty development as a whole at the institutions.

They must recognize the needs of other fac@lty members and that the

. sharing of resources is a requirement. It is far too convenient to blame

others for the lack of opportunities, or the ineptness of central adminis-
tﬁétidh to provide the needed resources. Faculty should be. .more
a'ss:e.'rti\'/e in 't.aking charge of their‘_“o\)vn‘development. All the available
résoﬁrcés will produce little results without the support and participation

of the faculty.




119

REFERENGCES




120

REFERENCES

| Allison, PD & Stewart, J.A. (1974). Productivity differences among scien-
tists: Evidence for accumulative advantage. American Sociological
Review, 39, 596-606. :

Baldwin, R.G. (Ed.). (1985). Incentives for faculty vitality: New directions for
' _gher education. San Francrsco Jossey-Bass

| Baldwrn 'R.G., & Blackburn, R.T. (1 981‘, November/December). The aca-
" demic career as a developmental process: implications for higher
_ educatlon Journal of Higher Education, 52, 598-614.

' Baldwin, H G., & Krotseng, M.V. (1985) Incentives in the academy: Issues
"~ and optlons In R.G. Baldwin (Ed.), Incentives for faculty vitality: New
_~ directions for higher education (No. 51). San Francisco: Jossey-Bass.

" Bayer, AE., & Dutton, J. (1977, May/June). Career age and research-
' professronal ‘activities of academic screntlsts Journal of Higher Educa-
tion, 48, 259-282.

Behymer, C.E. (1974). |Institutional and personal correlates of faculty
productivity. Unpubllshed doctoral dissertation, Unrversrty of Michigan.

" Bergquist, W.H., LaTrlelIe, J., & Members of the Faculty Vitality Project
Evaluation Team. (1983, May). Faculty vitality in Montana: A final
evaluation of the Montana University System’s Faculty Vitality Project.
Helena, MT: Office of Commissioner of Higher Educatlon Unpubllshed '
report

- Bergqurst W.H,, & Phillips, S.R. (1975). Components of an effective faculty
development program Journal of quher Education, 46, 177-211.

- Bergqurst W.H., & Shoemaker WA (Eds.). (1976). A comprehensrve
 -approach to institutional development. In New Directions for nghe
Educatlon (No 15) San Francisco: Jossey-Bass.




121

Blackburn, R.T. (1984, February). Faculty development in an age after
decline of faculty development programs. In The Pen (Post Secondary
Education Newsletter), 1-2. [Available from Division J, American Educa-
tional Research Association, Washlngton DC]

Blackburn, R.T. (1985). Faculty career development: Theory and practice.

In S.M. Clark & D.R. Lewis (Eds.)., Faculty vitality and institutional
productivity: Critical perspectives for higher education (pp 55 -85). New

_ York: Teachers College Press.

Blackburn, RT Behymer C.E., & Hall, D.E. (1978, April). Correlates of

. faculty publlcatlon Socnology of Education, 51, 132-141.

Blackburn RT Pellino, GR Boberg, A & O’Connell, G. (1980;). Are

1nstruct|onal improvement programs off-target'? In Current issues in -
higher education (Vol. 2, No. 'l) Washlngton DC: Amerlcan Association
- for Higher Education.

Bland, C., & Schmitz, C.C. (1988, March/April). Faculty vitality on review:
Retrospect and prospect. Journal of Higher Education, 59, 190-224.

Blau, P.M. (‘1 973). The organization of academic work. New York: John
- Wiley-and Sons.

. Boice, R. | (1985) leferences in arranging faculty development through

deans and chairs. Research in Higher Educatlon 245-255.

Borland, D. (1970) The university as an organization: An analysis of the

faculty rewards system. Unpubllshed doctoral dlssertatlon Indiana
University.

-Braskamp, L.A., Fowler, D.L., & Ory, J.C. (1982). Faculty development and

achlevement A faculty’s view. Paper presented to the Annual Meeting
of the. American Educational Research Assocuatlon New York.

'_'Brown R.D., Bond S., Gerndt, J., Krager, L., Krantz, B., Lukln M., & Prentice,

(1986) Stress on campus: An lnteractlonal perspectlve -Research -
in ngher Education, 24, 97-112. :

Caffarella RS Armour, R.A., Fuhrmann, B.S., & Wergin, J.F. (1989, Sum-

~ mer). On- -going dialogue: Mid- careerfaculty Refocusing the perspectlve

o The ReVIew of Higher Education, 403- 410




122
“Cameron, K.S., Whetten, D.A., Kim, M., & Chaffee, E. (1987, Spring). The
aﬂermath of decline. The Review of Higher Education, 10, 215-234.

Carnegie Co'uncil on Policy Studies in Higher Education. (1980). Three
thousand futures. San Francisco: Jossey-Bass.

‘Centra, J.A. (1976) Faculty development oractlces in_U.S. colleges and
‘ universities. Princeton, NJ: Educational Testing Sennce [ERIC Docu-
ment Reproduction Service No ED 141 382)

‘Centra JA. (1 980) College enrolliments in the 1980s: Projections and
possnbllltles Journal of Higher Educatlon 51, 18-39.

Centra, J.A. (1 98;5). Maintaining faculty vitality through faculty developmént.

In §.M. Clark & D.R. Lewis (Eds.), Faculty vitality and institutional produc-
tivity: Critical perspectives for higher education. New York: Teachers .

College, Columbla University.

~ Clark, B. (1986). The organizational saga in higher education. In

ASHE Reader on Organlzatlon and Governance in Higher Education.

Lexmgton MA: Ginn Press.

| Clark, S.M., Corcoran, M., & Lewis, D.R. (1986, March/April). The case for
an institutional perspective on faculty development. The Journal of
Hiqher Education. 57, 176-195.

Coltrin, S. A & Glueck W.F. (1977). The effect of leadershlp roles on the
| satlsfactlon and productivity of university research professors. Academy
of Mangement Journal, 20, 101-116.

Commiissioner of Higher Education, State of Montana. (1980). The Montana
University System Faculty Vitality Proposal (Report presented to the
Northwest Area Foundation). Helena, MT: Office of the Commissioner of
Higher Education. '

Commissioner of Higher Education, State of Montana. (1986). Unpublished
report. Helena, MT: Ofﬁce of the Commissioner of Higher Education.

Conrad, C.F. (1978, April). A grounded theory of academic change Sociol-
ogy of Educatlon 51, 101- 112.

Conrad C.F, &llackburn RT (1985 Summer). Correlates of departmental

quality in regional colleges and universities. American Educational
Research Journal, 22, 279-295. :




123

Corwin, T.W., & Knepper, P.R. (1978). Finance and employment: implica-
tions of raising the mandatory retirement age for faculty. Washington,
DC: Amerlcan Council on Education.

Creswell, J.W. -(1985). Faculty- research performance: Lessons from the
' sciences and the social sciences (ASHE-ERIC Higher Education Report
No. 4). Washington, DC: Association for the Study of Higher Education.

DeVries, D.L. (1975). The relationéhip of role expectations to faculty behav- -
ior. Research in Higher Education, 3, 111-129.

o Dressel_, P‘.L- (1981). Adm_’inistrative leadership. San Francisco: Jossey-Bass.

Eble, K.E. (1971) Career_development of the effective college teacher.
- Washington, DC: Amerlcan Association of University Professors. (ERIC
' Document Reproductlon Service No. ED 089 630)

Ferguson, G.A. (1981). Statistical analysis i in psychology and education (5th
- ed.). New York: McGraw-Hill.

- " Fetterman, D.M. (1982, March). Ethnography in educational research: The
‘ dynamics of diffusion. Educational Researcher, 11(3), 17-22.

~ Finkelstein, M.J. (1984). The American academic profession. Columbus,
OH: Ohio State University Press. \

Francis, J.V. (1975). How do we get there from hefe? Journal of Higher
Education 46, 719-732.

_ ,Fulton 0 &Trow M. (1974, Winter). Hesearch activity in American higher
B educatlon Socnoloqv of Education, 47, 29-73. :

Furnlss W.T. (1981). Reshaping faculty careers. Washington, DC: American
Councﬂ on Educatlon

) Gaff J.G. (1975) Toward facultv renewal. San Francisco:“Jossey;-Bass.

Gaff, J.G., & Wilson, R.C. (1975). Faculty impact on students. In R.C.
Wllson J.G. Graff, E.R. Dienst, L. Wood, & J.L. Bavry (Eds.), College

' professors and their impact on students. New York: John Wiley and
Sons. ' 4 ' '

~ Gaff, S.S., Festa, C & Gaff, J.G. (1978). Professional development: Agund |
to resources. New Rochelle Change Magazme Press.




_ ‘ 124
~ Geertz, C. (1973). The mtergretatlon of cultures: S;elected essays. New

- York: Basnc Books Inc

.Glenny, L.A. (1980) Demographic and related issues for higher education
in the 19805 Journal of ngher Educatlon 5__, 363-380.

;'Gmelch W.H., Wllke PK, & l_ovnch N. P (1986). Dimensions of siress
among university faculty Factor-analytic results from a national study.
"Research in Higher Education, 24, 266-286.

‘Gruen C.A. (1988 Wlnter/Sprlng)' Faculty development in higher education.
- Journal of Epsilon Pi Tau, 14, 11-15. (ERIC Document Reproductlon
Servnce No. EJ 379 398)

Hansen W.L. (1985). Changing demography of faculty in higher educatlon

In S.M. Clark & D.R. Lewis (Eds.), Faculty vitality and institutional produc-
tivity: Qntlcal persgectwes of higher education. New York: Teachers

College Press.

| Harshbarger, B. (1989, Fall). ‘Faculty: commitment to the university: Influenc- H
.-es and issues. Review of Higher Education, 13, 29-45.

Jorde, K.L., & Young, R.E. (Eds.). (1987). Eaculty development programs in
Minnesota, ‘North Dakota, and South Dakota. Fargo, ND: Office of
Instructional Development, University of North Dakota. (ERIC Document
Reproductlon Serwce No ED 283 480)

‘Jutlla J.J. (1985, June 19) Memorandum to deans and department heads.
Bozeman,. MT: Office of VP for Research, Montana State University.
(Unpubllshed)

" Kanter R.M. (1:979). Changing the shape of work: Reform in academe.
Current Issues in Higher Education,‘l_ , 3-10.

Kaplan D., & Manners RA (1972) Culture theory. Englewood Cliffs, NJ: -
o Prentlce-Hall ’ :

- Keller, G. (1 983) Academic strategy: The management revolution in Ameri- -
can hloher educatlon Balumore Johns Hopkins University Press..

. Kelly, R., & Hart B.D. (1971, Summer). The role preferences of faculty in
- rdn‘lerent age groups and academic dlSCIpllnes Saciology of Education,
44, 351 -357.




125

| Kerlinger, F.N. (1973). Foundations of behavioral research (2nd ed.).
Chicago: Holt, Rinehart and Winston, inc.

- Koul, L. (1986) ethodology of edugatlonal research. New Delhi, India:
. Vlkas Pubhshlng House PVT, Lid. -

'-Lawrence JH & Blackburn R.T. (1988, January/February). Age as a
- predictor of faculty productivity: The conceptual approaches Journal of
Huqher Education, 59, 22—38 ‘

" Levin, S. G & Stephan P.E. (1989) " Age and research productivity of
, academlc scnentusts Research |n Higher Education, 30, 531-549

" Lincoln, Y.S_., & Guba, E.G. (1985). Naturalistic inquiry. Beverly Hills, CA: |
- Sage Publications. |

Long, J. (4 978, December) * Productivity and academic position in the
* scientific career. American Sociological Review, 43, 899-908.

o -'Masland, A.T. (1985, Winter). Organizaitonal culture in the study of higher
~ education. The Review of Higher Education, 8, 157-168. |

" ‘Mathis, C. '(1982). Faculty development; in Encyclopedia of Educational
Research (5th ed.). New York: Free Press.

__McGee, G.W., & Ford, R.C. (1987, Autumn). Faculty research productivity .
| “and intention to’ change positions. The Review of Higher Educa‘tlon 1,
i- 16

- McKeachle WJ (1979). Perspectives from psychology: Fmancnal incentives
) are ineffective for faculty. In D.R. Lewis & W.F. Becker, Jr. (Eds.),
- Academic rewards in hloher education. Cambridge, MA: Baillnger

j'MeIendez WA & deGuzman R.M. (1983). Burnout: The new_academic
. disease (Report No. 9).- Washlngton DC: Association for the Study of
ngher Educatlon B

_Menges RJ Mathis, B.C., Halllburton D., Marlncovnch M & Svinicki, M.
. (1988, May/June) Strengthenmg professnonal development Lessons

from the Program for Faculty Renewal at Stanford." Journal of Higher
Education, 59, 291-304. ‘ ‘

Montana.Code Annotated, 1989. Helena, MT: Montana Legislative Council.




126 |
Mortimer, K.P., Bagshaw, M., & Masland, A.T. (1985). Flexibility in academic

staffing; Effective policies and practices (ASHE-ERIC Higher Education
Report No. 1). Washington, DC: Association for the Study of Higher
Education. . : ' :

Nelson, W.C. (1983, December). Faculty who stay: Renewing our most |

important resource. In R.G. Baldwin & R.T. Blackburn, Gollege faculty:

'Versatile_human_resources. in a gerlod of constraint. San Francisco:
Jossey-Bass : : -

| Parker B., ‘& Zammuto, R.F. (1986, Fall). Enrollment decline:. Perceptlons )

‘ and responses Rewew of ngher Educatlo 10, 63- 84

Parsons T., & Platt, G. M (1968) The American academic profession: Aollot
tud Cambndge MA: Harvard Unnversnty Press.

. Peterson-, M.W. (1984, -Spnng). "Decline, ‘new demands, and quality: 'l'=he

~ context for renewal. The Review of Higher Education, 7, 187-203.

Professional Research for Instructional Development and Enrichment (PRIDE).
(1983, November 22).. Faculty growth newsletter (Vol. 1, lssue 1).
Billings, MT: Eastern Montana College ‘ ‘

' Professronal Research for Instructional Development and Enrichment (PRIDE).

(1984, October). Faculty growth newsletter (Vol. 2, Issue 1). Billings-,
MT: Eastern Montana College ‘

Rice, R.E. (1985). Eaculty lives: Vltalltv and change (Report of the Northwest
. Area Foundatlon) St. Paul, MN: The Foundatlon ‘

Roe, A. (1972 May). Patterns in productlvnty of screntlsts. Science. 178,
- 940-941. - \ '

Schu’ster J.H. (1985). Faculty vitality: Ob;servations from the field. In R..G.‘
~ -Baldwin (Ed.), Incentives for faculty vitality: New directions for higher
educatlon (No. 51) San Francisco: Jossey-Bass

B Seymour DT (1988). Developing academic programs: 'l'he climate for inno-

- vation' (ASHE-ERIC Higher Education Report No. 3). Washlngton DC
Assomaﬂon for the Study of ngher Education.

: 'Shulman C.H. (1983 November). Research Currents Fifteen years down

| twenty-flve fo go -- A look at faculty careers. AAHE Bulletln 11-14.




ST i

127

Simerly, R. (1977, February). Ways to view faculty development. Education-
al Technology, 17(2), 47-49..

Smith, D.K. (19?8) Faculty vitality and the management of university
- personnal policies. In W.R. Kirschling (Ed.), Evaluating faculty perfor-

. mance and vitality: New directions for institutional research (No. 20). San
Franclsco Jossey-Bass. ‘

Sorcinelli, M. D (1986). Sabbatlcals and leaves: Critical events in the careers

of faculty. Paper presented to the Annual Meeting of the American
Educatlonet Research Assocuatnon San Francisco. ’

. -Spradley, J.P. (1980). artlmpant observation. New York: Holt, Rinehart and

Wmston

Stark, J., & Morstaun B.R. (1978, September/October) Educational orienta-
"~ tions of faculty in liberal arts colleges: An analysis of disciplinary

differences. Journal of Higher Education, 49, 420-437.

_ Steeting Committee, Faculty Vitality Project. (1983). Status Reports to

Northwest Area Foundation [various]. Helena, MT: Office of Commission-
er of 'Higher Education. Unpublished reports.

Stordahl, B. (1981, March). Research Currents: Faculty development -- A
survey of the literature of the 70s. AAHE Bulletin, 1-4.

Tierney, W.G. (1988, Januaty/February) Organizational culture in hlgher
education: Detunlngthe essentials. Journal of Higher Education, 59, 2-21.

' Toombs W. (1975) A three-dimensional view of 'faculty development.

dJournal of Higher Education, 46, 701-717.

) Uhlig, G., & Haberman, M. (1987). A study of faculty development practices

- in schools, colleges and departments of education. (EHHC Document
Reproductlon Service No ED 289 857) - '

_Weber, R.P. (1985). Basic content analysis. Beverly Hills: Sage Publications.

Williams, F. (1979). Reasoning with statlstlc (2nd ed) New York: Holt,
' Hmehart and Wmston




128

Wood, R.W. (1985, July). The Bush Foundation and the University of South
Dakota: A case study of public and private sector collaboration in faculty
development. Paper presented atthe World Assembly of the Internation-
al Council on Education for Teaching; Vancouver, British Columbia,
Canada. (ERIC Document Reproduction Service No. ED 264 200)




129

APPENDICES




130

APPENDIX A

LETTER TO DR. STUART E. KNAPP
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Dr. Stuart E. Knapp

Vice President for Academic Affairs

Montana Hall
Montana State University
Bozeman, Montana 58717

Dear Dr. Knapp:

Over the past three decades American higher education has encountered
dramatic changes, unparalleled in its history. Declining student enrollments and
diminishing resources have affected most institutions of higher learning. A significant
impact has been on the faculty. Institutional efforts to assist facuity in confronting

" these changes have resulted in faculty development activities of various types.

However, mvestrgatron into the characteristics of faculty members who do and do
not participate in these activities and their perceptions of the effectiveness of these
activities are llmrted It is to this end that | address my research mvestlgatron

The goal of the study is to descrlbe faculty development as it exists in the
Montana University System and, at three institutions in the System, to describe those
who participated and did not participate in these activities and their perceptions of
the activities. :

In order to achieve the stated goal, | will need the help. of specific institutions
within the Montana University System. Montana State University has been identified
as one of the necessary components in the system which has provided faculty
development activities. It is my intention to review institutional documents relevant
to faculty development and to conduct interviews with selected members from the
faculty. Attached is a copy of the interview questions. The timeline for the data
collection includes the months of March, April, and May.

The request of you is to provide me with a-letter of permission to search‘the
appropriate documents and conduct the interviews at Montana State University.
would also requést a letter of support from you to be included with the requests for
faculty participation in the interviews: demonstratmg the |nst|tut|on s support for such
a project.

Thank you. for your consideration and interest.
Cordially,

Larry J. Baker
Reseéarch Associate
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January 4, 1986

'TO:  Dr. Gerald D. Sullivan
FROM: 'Dr._Stuart E. Kriapp

- RE: Faculty Development Research Project

. This letter signals Montana State University’s formal sanctioning of this
research project to study faculty development at this institution and in the
Montana University System. | am assured that confidentiality will be main-
tained in a professional manner and so | enoourage you to partncnpate as a
"faculty respondent :

| am familiar with the purpose and method of the study. The kind of
information it is likely to generate is useful for us as we move through these
difficult times toward the future. [ support this research investigation and |
- urge you to as well. '

Thank you for your attention.




134

APPENDIX G

INTERVIEW PROTOCOL FOR

PARTICIPANTS AND NON-PARTICIPANTS
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INTERVIEW PROTOCOL - PARTICIPANTS

Tell me about your doctoral study at , __ University. Was it

full- or part-time?

How do you define faculty development?

What specific activities are involved in this definition?

In your opinion, is this definition different from the definition used at
Montana State University (MSU)? ... by the Montana University System?
In what respects?

What factors influenced your decision to participate in faculty develop-
ment at MSU (in the System)'?

Descrlbethe nature of your partloipatlon in faculty development.

Do you believe that your‘experience with faculty development at MSU
(System) was effective? In what specific areas? On a scale of 1-8,* rate
the effectiveness of faculty development at MSU. ‘ ‘

Ona scale of 1-9,* rate the effectiveness of faculty development at the
System level.

Under what conditions would you part|C|pate in faculty development in
the future? ‘

= Ineffective
4-6 = Effective
7-9 = Very Effective
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' ENTEHVEEW PROTOCOL. -- NON-PARTICIPANTS

Tell me about your doctoral study at ‘ _ University. Was it
full- or part-time? ‘

How do you define faculty development?
What specnflc activities are involved in this deflnltlon’?
In_your opinion, is this deflnltlon different. from the deflnltlon used at

Montana State University (MSU)? . . . by the Montana University System?
In what respects?

What factors influenced your decision not to part|C|pate in faculty

development at lVlSU (in the System)?

Do you partlcupate in faculty development actwutles other than those

assoc1ated with l\/tSU (System)? Please explain.

Do you believe that faculty development activities at MSU (System) are/
were effective? In what specific areas? On a scale of 1-9,* rate the
eﬁectuveness of faculty development at MSU. ' :

On a scale of 1 9 * rate the effectiveness of faculty development at the
System level.

Under what cond|t|ons would you participate in faculty development at
MSU (System) in the future? '

= [neffective
4-6 = Effective
7-9 = Very Effective
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