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ABSTRACT

This book is designed to accompany "A Good Place to
Work: Sourcebook for the Academic Workplace" and represents a tool
for colleges interested in supporting faculty morale and the quality
of the academic workplace. The Audit, developed from a study by the
Council of T.dependent Colleges, is organized into nine sections,
each one focusing on an important organizational factor. The first
four sections deél with organizational factors of primary imuortance
in regard to faculty morale and cover organizational culture,
leadership, oroanizational promise and momentum, and institutional
identification coupled with institutional diversity. The subsequent
five sections address important issues pertaining to the quality of
the academic workplace and the level of faculty morale including
support for scholarship, faculty development, balar~e of intrinsic
and extrinsic rewards, the nature of colleagueship, and
college-community relations. Each section of the Audit begins with a
brief statement defining the particular organizational factor and
providing the study findings. This statement is followed by a list of
guestions useful for stimulating and guiding discussion and
eXamination of the organizational factor. Finally, each section ends
with several open-ended statements to help focus ideas that emerge
from use of the Audit questions. (GLR)
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Copyright © 1991 by The Council of Independent Colleges.

All rights reserved. No part of this book may be reproduced or transmitted in any form
or by any means, ¢lectronic or mechanical, including photocopying, recording, or any
information storage or retrieval system, without written permission from the publisher.

Copies of this workbook may be ordered from the CIC Publications Department,
One Dupont Circle, Suite 320, Washington, D.C. 20036.

The Council of Independent Colleges

The Council of Independent Colleges is the national service association of
independent liberal arts colleges and universities. The Council has four
broad goals: 1) to build strong leadership skills among administrators of
member colleges; 2) to promote innovation by member colleges and help
them sustain outstanding educational programs and management effective-
ness: 3) to advance public awareness of the leadership, accomplishments.,
and disiinctive characteristics of CIC colleges: and 4) to provide its mem-
bers with both practical skills to address todav’s challenges and ideas to
anticipate tomorrow’'s opportunities. T°he Council achieves its goals by spon-
soring annual institutes and conferences on topical issues, maintaining spe-
cal membership services (such as a national ‘Tuition Exchange Program).
and conducting national projects,

The Council’s membership includes 300 colleges and universities. In addi-
ton, 30 state, regional, and national education associations and education
offices of religious denominations are Atfiliate Members, and 60 corporations
and foundations help underrite the Council's work as Sponsoring Members.



O

ERIC

Aruitoxt provided by Eic:

IN'TTROIDUICTT'ION '1°O) "T'HIES AUIDDIT
Purpose

Faculty who are excited, committed. and involved with their work help ereate stimu-
lating, supportive, and challenging environments for students. In short, college envi-
ronments that sustain faculty are likely to enrich students. Yet ereating and
maintaining such environments requires thoughtful attention from faculty and
administrative leaders as well as from individual faculty members at all ranks. 7he
Academic Workplace Auediy is a useful ool for colleges interested in supporting faculty
morale and the quality of the academic workplace. Itis designed to stimulate dis-
cussion and analysis of organizational conditions that relate to the quality of a col-
lege as a workplace and the strength of faculty morale. The Audir was developed
from tl,c findings of a study sponsored by the Council of Independent Colleges to
identify organizational factors and condirions that characterize colleges where facul-
ty moralc is strong, While the Awdit is designed specifically for use in small colleges,
it can be adapted in part or inits entirety to stimulate consideration of similar issucs
at larger universities.

.
Format
The Audiris organized into nine sections, each focusing on one important organiza-
tional factor that relates to faculty morale and a positive academic workplace. The first
four sections deal with organizational factors of primary importance in regard to faculty
morale. The subsequent five sections. though rot of equal weight with those in the
first group, also are important issues pertaining to the quality of the academic work-
lace and the level of faculty morale. These factors were identified through the CIC-
) 4

sponsored study of organizational factors related to positive academic workplaces.
* Primary Factors

* Organizational Culture

* Leadership

* Organmzational Promise and Momentum

* Institunional Idenufication Coupled with Institutional Diversiey
* Related Factors

* Support for Scholarship

* Faculty Developnient

Balance of Intrinsic and Extrninsic Rew ards

The Nature of Colleagueship

Coltege-Community Refavions
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Eacn section of the Audir begins with a brief statement defining the particular orga-
nizational factor and providing the study findings concerning the role of this factor
in contributing to faculty merale and the guality of the workplace. This statement 1s
followed by a list of questions useful for stimulating and guiding in-depth, analytic
discussion and examination of the organizational factor. Finally, ecach section ends
with several open-ended statements to help focus ideas that emerge from use of the
Audit questions.

How to Use the Audit

‘I'he uses of the Audit should be determined at cach college. There are no “right” or
“wrong” answers to each question. Instead, the questions are designed to stimulate
and guide discussion, focus attention on important aspects of a college as an aca-
demic workplace, and suggest possible issues toward which further specific atten-
tion might be directed.

‘I'he Audir can be used in its entirety, or one or several sections may be extracted from
the whole doument. Though the Audir is organized to begin with the four most
important organizational factors that relate to morale and the quality of the work-
place, users should feel free to reorder the sections to correspond with their specific
college's needs and interests. Furthermore, a college might choose to confine its time
and attention to a sampling of questions in each section. Whether a college chooses
to use the complete Audir or only a section or two, sufficient time should be allocated
for faculty members to respond and the results to be compiled and analyzed.

A tvpical use for the Audit is as a tool to initiate and guide discussion among commit-
tees or groups of faculty and administrative leaders who are interested in building
on, enhancing, and sustaining the quality of the college’s academic workplace. The
Audit also can be used as the primary activity around which a faculey retreat s struc-
tured. When used with a group, responses to cach question in a section can be cate-
gorized and analvzed for common themes as well as for the range of responses.

In addition to its primary usefulness as a way to clicit and guide discussion, the
Audir questions can be used by faculty or admimistrative leaders as a framework for
individual reflection on the condition of morale and the workplace as well as for con-
sideration of wavs in which to improve one's leadership practices. Additionally, presi-
dents and deans report that the Audir has strong potential as a guide for institutional
discussions and review during accreditation studies.

Related Materials

‘Vhe Audit is a companion picce to avolume entitded A Good Place 1o Baork: Sourcebook

fur the Avadermu Workplace which also is available from the Council of Independent

Colleges. ‘The Sourcebook provides more detailed gutdelines and ofters a vanety of
approaches for examining a college as a workplace. and suggests specific ways to use
the Audir. Additionaliy: it discusses ideas for effective ovganizational strategices to
enhance vacutty morale and the quality of the academic workplace and includes case
studics of ten volleges where faculty morale tends to be high, In sum. the Sourcebonk

) W
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provides an array of suggestions and examples for exploring and enhancing an aca-
demic workplace: thus, it provides helptul information for administrative and faculey
leaders at colleges using the Audie,



B ORGANIZATIONAL CULTURE

Definition: Every organization has s unique “foeling” or “atmosphere” that can be
muiu'unmm.'mmwﬁmﬂum’uaﬂmmn&w
words, such as “service-oriented,” “scademically * *one , Of
“well-rounded.” Yet, though we often use succinct phases, it is really the mix of
Though it is often hard to define, 2 college’s culture comes across in many ways:
relcases, classroom interactions, campus architecture, and special events such 2
convocation and commencement. Though every organization has a culture, just as
cvery person has s personality, some colleges have taken special care to focus on,
talk about, and cultivate the distinctiveness of their institutional culture.

Study Findings: Colleges where faculty morale is hith have distinctive and easily
identifiable institutional cultures. Such & coliege hes s clearly s:aved and fre-
quently discussed mission that is widely understood and accepted across the
institution. Ceremonies end symbols—such as convocations, campus architec-
ture, and special traditions—are used to underscore and express the key values
and goals contributing to the college’s culture.

Clearly Defined Mission and Goals: What arc the primary mission and goals of your
college? That is, why does the college exist?

Values: What are the central values that your college wants to impart to students
(¢.g., being of service, doing one's best, living one’s beliefs, achicving success)?

Clarity of the College Culture: "I what extent does your college have a clear and
idenufiable college culture? How would you describe the culture of the college
(c.g., highly competitive, service-oriented, achievement-oriented. high-powered)?

Agreement about the Culture: "To what extent do faculty, students, and staff under-
stand and agree on the values, goals, and mission of the college?

Diversity of Views: How much conflict exists over vour college’s mission, goals,
underlying values, and assumptions? How are diverse views accommodated?

Articulation of the Culture: To what extent and in what ways do institutional lead-
ers clearly and frequently discuss the mission and values of your college? To what
extent and in what wavs do faculty members speak about the mission and values of
the college? What people most effectively arriculate the institutional mission, goals,
and values?

Symbols of the Cultuve: In what symbolic wavs are the mission, values, goals, and
culture of your college expressed? Through ceremonices (such as award dinners or



commencement)? Through stories (such as commonly-told tales of early college
presidents or of a certain cvent that dramatically changed the direction of the col-
lege)? Through architecture (such as buildings named for special faculty members)?

Culture and the Curriculum: In what ways does the curriculum reflect your col-
lege’s mission, goals, and values? How do the activities occurring within the class-
rooms reflect the college’s underlying goals, values, and assumptions? Furthermore,
how does the student body reflect the institutional culture?

Institutional Self-Reflection: How frequently and in what ways does your college
assess student, faculty, and staff perceptions of the institutional culture?

Public Image: Does the college actually do what it says it does? Do public state-
ments and materials accurately describe the college’s mission and culture and the
daily lives of students and faculty?

sl

After considering these questions, I (we) think our college has these strengths
pertaining to its institutional culture:

In terms of the institutional culture, I (we) think attention should be directed to
these areas:




. | have these specific suggestions:




B LEADERSHIP

mmmwmmmm.mmu
hand, the leasdership styles of college prosidents snd desne-—~their experience and
knowledge, their accessibility to facuity and seaff, their use of organizational
structures and processes—cre: te decision-meliing olimetes thet can range from
suthoritasian to participatory. On the other hand, the extent to which faculry
members take responsibility for and get involved in the proooes of institutional
sddition to the administrative and facuity leaders, the structures set up to facili-
m_dedﬁmunﬁm(e@.-mmwmﬁmwy-mdnp)mm&cm
determining the quality of leadership and governance as well.

Study Findings: At colleges where faculty morale is high, both administrative
understand that strong leadership can exist with high levels of faculty particips-
tion. They understand the importance of being visionarics snd sreiculators of the
college's mission, while also being accessible snd appreciative of the faculty.
Rather than relying on crisis management, they tend to bo anticipatory pisnncrs
who sre receptive to new idess and provide opportunities for faculty to have
input into decision-making processes. The faculty st colloges with high morsie
take seriously theis role in institutional governsnce by allocating time to commit-
tee work and taking the initistive to interact with sdministrative leaders. Like
the administrative leaders, those faculty in leadership roles are accessible and
invite the ideas of their colleagues. Leaders with these qualities are complement-

ed by organizational structures—eenates, committees, faculty meetings—-that
provide officient, productive, snd representative avenues for faculty involvement
in institutional matters.

Note: Because both administrative and faculty leadership are important, the ques-
tions in this section of the Audir are divided into two parts: 1) governance structures
and faculty leadership, and 2) administrative leadership.

Governance Structures and Faculty Leadership

Formal Structures: What formal structures exist to provide avenues for faculty
involvement in decision making? (These might include faculty meetings, faculty
senates, faculty committees, faculty representatives to the Board.) To what extent
do these structures function effectively as vehicles for faculty involvement in deci-
sion making?

Faculty Meetings: Arc faculty meetings well attended? Is debate informed by solid
knowledge of related details and tempered with mutual respect?

ERIC 10
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Availability of Inferssation: Is information that is pertinent to the college as a whole
consistently made available, shared, and funnelled through appropriate channcls?

Faculty-Administrator Relationships: To what extent are rclationships between
faculty and scnior administrators characterized by trust, openness, and respect?

Roles of Administrators and Faculty: Are the roles of administrators and faculry
members held in equally high esteemm, with the differences between the positions
being that of function rather than value?

FKaculty Initiative: To what extent do faculty leaders and individual faculty members
take the initiative to share ideas or concerns with the president, provost, or dean?

Climate for New ideas: To what extent are new ideas welcomed and nurtured by
faculty members? by faculty lcaders? by the president, dean, and provost?

Faculty Leaders as Consensus- Builders: In what ways do faculty leaders (senate
officers and representatives, committee chairs, and department chairs) act as “con-
sensus-builders” who invite the involvement of their colleagues?

Administrative Leadership

Articulation of Values: Do the senior administrative Icaders—particularly the presi-
dent and dean-—frequently and consistently articulate the mission and values of the
college?

Visionary Leaders: To what cxtent and in what ways do senior administrative lead-
ers hold forth a vision of the future of the college? Are they long-range planners?

Leaders as Consensus-Builders: In what ways do the president and dean act as
“consensus-builders”™ who effectively invite members of the college community to
embrace the mission, valucs, and future of the institution?

Shared Authority: In what ways do the coliege’s senior administrative leaders share
authority and power with the faculty, while also recognizing the responsibilitics
unique to the senior-level positions?

Administrative Leaders’ Awareness: To what extent do the president and dean
have a well-grounded awareness of the issues and circumstances affecting the facul-
ty as they do their work?

Accessibility of Leaders: How accessible are senior administrative leaders for formal
or informal interaction with faculty about college issues? How often do the presi-
dent, provost, or dean go to faculty offices for conversation?

Appreciation: How do senior administrators express recognition of and appreciation

to faculty? To what extent do they attend faculty presentations, performances, and
special events?

|1
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After considering these questions, 1 (we) think my college has these strengths
regarding leadership and decision making:

In terms of leadership and decision making, I (we) think attention should be
directed to these areas:

I (we) have these specific suggestions:

12



B ORGANIZATIONAL PROMISE AND MOMENTUM

Definition: A college may face a future darkened with difficult, threatening chal-
lenges or bright with prospect and possibility. Furthermore, on the one hand, a
college may be reactive, without any strategic plan and dependent on the circum-
stances that arise; or, on the other hand, a college may be proactive about its
future, with a long-range plan fer how it will meet anticipated challenges and
advance its mission. Accordingly, faculty members may feel uncertain about how
the future of the college will affect their individual carcers or excited about the
opportunities the institution’s future will offer them.

Study Findings: Colleges with high faculty morale often are characterized by a
shared scnse that the institution's future is promising, Ongoing strategic planning
that both addresses challenges to the college’s well-being and advances the insti-
tution’s mission is onc way to develop and maintain organizational promise and
momentum. College projects that cross departmental boundaries, within which
individual faculty members and administrators can identify and pursue their own
interests, also encourage a sense of organizational momentum. For example, pro-
Jects focused on critical thinking, writing across the curriculum, and improving
the freshman year experience require the contribution of faculty members and
administrators with diverse perspectives. Furthermore, in colleges where morale
is high, new projects and initiatives are balanced by continuing commitmen: co
established cr!'cge goals and plans; thus, at its best, efforts to encourage organi-
zational momentum are both rencwing and compatible with oveiall college plans.

Promising Institutional Future: 'Io what extent is there a shared sense that the
future of the college is promising® Is there a feeling of “forward motion™ for the col-
leger How s this expressed?

Long-Range Planning: Docs the college engage in long-range. strategic planning?
Are both administrators and faculty members included in the planming process?

College Projects: 1s the college imvolved in projects that go bevond departmental
boundanies (e, development of innovative programs for new groups of students.
curnculum review and revision, writing across the curriculum)?

Opportunities for Involvement in Projects: Arc opportunitics aailable o w// faculis
members and admunistrators o participate in the colleze-wide projects?” To what
extent s there wide involvement?

Balance between Innvvation and Stability: 1s the selection of new institutional -
tatves and projects guided b the long-range goals and plans for the cotlepe? On ihic

other hund, does the colicge consider new jdeas without bomg sifled by traditions?
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After considering these questions, | (we) think my college has these strengths
regarding institutional promise and momentum:

In terms of institutional promise and momentum, | (we) think attention should
be directed to these areas:

I (we) have these specific suggestions:

14




B INSTITUTIONAL IDENTIFICATION CoutPLED
WITH INSTETUTIONAL DIVERSITY

Definition: While a college as an institution embraces a particular mission as well
as certain beliefs and values, individual faculty members bring their own historics,
commitments, and values. Colleges must balance two issues: s) the extent to
which faculty members feel a commitment to and an identification with the insti-
tution’s mission; and b) the extent to which the facuity group includes diversity in
such sreas as gender, ethnicity, age, intellectual traditions, and political views. In
regard to fact Ity identification with the irstitution, institutional goals and valucs
and those of individual faculty members may match closcly, very loosely, or not at
all. In regard to diversity, college faculties may range from very homogeneous to
very heterogencous.

Study Findings: At colleges where faculty morale is high, many faculty members
feel that their own values and commitments are gencnally congruent with instity-
tional goals, This identification with the institution is encouraged by careful fac-
ulty recruitment procedures, emphasis on cooperation rather than competition
between individuals and between departments, and reward systems that reflect
the colicge’s priorities. However, of equal importance, shared commitment to the
college’s mission and values is belanced with s healthy respect for diversiry
among faculty, students, and staff. In fact, the presence of individuals of diverse
ages, genders, ethnicities, sociozconomic circumstances, and political views is a
critical and necessary ingredicat for institutional vitality. In sum, colleges wiiere
morale is high encourage faculty to support the institutional mission, while simul-
tancously, the institution welcomes diversity among the faculty.

Note: Because both faculty identification with the institution and diversity within
the college are irportant, the questions in this section of the Audit are divided into
two parts: 1) insututional identification and 2) diversity and inclusivity.

Institutional Identification

Congruence of Personal and Institutional Goals: "To what extent are faculty mem-
bers” personal goals and values generally congruent with those of the college?

Creating the Future: 'lo what extent do faculty feel that they are kev players in cre-
atng the future of the college? In what ways are they part of this process?

Faculty Recruitment and Selection: 1o what extent and in what wavs do the process-
es of recruitment and selection of new faculty members emphasize a “*match”™
between the applicant and the institution? Are the mission, geals, values, and cultural
charactenstes of the college clearly articulated to prospective new faculty members?

Cooperation as a Factor in Institutional Identification: 1o what extent does a spir-
it of cooperation characrerize the relationships between departments and between

1 —
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administrators and faculty? How is cooperation fostered? To what extent does a spir-
it of cooperation contribute to faculty identification with the college?

Reward Systems: To what extent and in what ways does the reward system for fac-
ulty coincide with the institution's professed purposes and emphases? (That is, if
teaching is held to be of primary importance, does it receive significant weight when
faculty are evaluated and rewarded?)

Diversity and Inclusivity

Respect for Diversity: To what extent is the distinctiveness and consistency of the
college’s culture balanced with a healthy respect for and appreciation of diversity?

Encouragement of Diversity: In what ways are faculty, students, and staff encour-
aged to develop and pursue their individual interests, commitments, and beliefs?

Spirit of Inclusivity: How are individuals of diverse perspectives welcomed and val-
ved in the college’s culture?

Policies in Support of Inclusivity: To what extent has the college adopted pro-
active policies and practices that acknowledge the rights and dignity of all persons?
For example, in what ways does the college actively seek to employ women and per-
sons of all races and cultural and ethnic backgrounds?

Efforts to Eradicate Stereotypes: How does the college seek to eliminate sterco-
types connected with gender, race, cultural and ethnic backgrounds, and age? For
cxample, in what ways does the college encourage the use of language that empha-
sizes inclusivity and promotes the climination of inappropriate, prejudiced, and
demeaning attitudes about gender, age, or cultural or racial identity?

Inclusivity in the Classroom: In what ways docs the college encourage teaching and

advising practices that affirm the worth of all persons and diminish prejudiced and
demeaning attitudes concerning age, gender, and racial, ethnic, or cultural background?

16
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After considering these questions, I (we) think my college has these strengths
regarding faculty identification with the institution and institutional support of
diversity:

In terms of institutional identification and institutional diversity, | (we) think
attention should be directed to thesce arcas:

[ (we) have these specific suggestions:




B SUPPORT FOR SCHOLARSHIP

mmm-.m_m_m )

muuﬁmmm«ﬁeﬂwkﬂmhmhm
joumais.

Study Findings: Colleges where morale is high define scholarship broadly, so that
faculty members can build on and expand their individual strengtha. Such col-
leges recognize and reward faculty for s variety of scholarly activities, such as
those mentioned above, whether or not the product is published.

Institutional Values and Scholarship: Is the definition of “scholarship™ used by
faculty and administrators congruent with the expressed and implicit mission of the
college? For example., if teaching is a primary mission of the college, how does the
definition of “scholarship” relate to this aspect of the institutional mission?

Individual Faculty Members® Contributions: Does the working definition of
“scholarship” enable most faculty members simultaneously to build on their
strengths and interests and to fit reasonably well with the college’s emphases?

Rewards for Scholarly Activities: What Kinds of scholarly activities are rewarded
and in what ways? Are expectations for scholarly activities clearly and consistently

articulated to faculty?

Pedagogical Work: 1s evidence of teaching excellence viewed as an example of
scholarly activity?

Collaborative Work: Is collaborative work to develop cross-disciplinary programs or
courses recognized as scholarship?

Curriculum Development: Is extensive work in curriculum development treated as
a valued scholarly activity?

Opportunities to Share Scholarly Activities: What kinds of seminars and other
forums are arranged at the college so that faculty members can share their scholarly
activities?

Class Visits: How often do faculty members visit one another’s classes?

Travel Support: |s financial support provided for faculty members to travel to meet
with colleagues from other institutions who share similar interests?

_ 13 _



Support for Redirection: What mechanisms exist to help faculty who have focused
their careers primarily on teaching to make a transition to doing more scholarly
work? How successful are these mechanisms?

Publicity: Do college publications acknowledge, describe, and publicize faculty
scholarly activities?

Grants Office: Is there a grants office or an individual who helps faculty members
identify opportunities to apply for funding and to write grant proposals?

Library: To what extent is the library adequate to support scholarly work, in terms
of breadth and extent of holdings? How accessible and adequate is the inter-library

loan program?

Labératm:y Equipment: How adcquatc is the scientific laboratory equipment for
supporting scholarly work?

Academic Computing Services: How adequate are the computing equipment and
the computing support staff?

Clerical Support: s the clerical support sufficient for the scholarly work occurring
at the institution?

fa)

After considering these questions, I (we) think my college has these strengths
regarding its support of faculty scholarly work:

19



In terms of support for faculty scholarly work, 1 (we) think attention should be
directed to thesc arcas:

I (we) have these specific suggestions:
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B EFACULIY DEVELOPMENT

Definition: In recent years, much attention has been directed to faculty profes-
sional growth. Some colleges have instituted organized programs to promote
ongoing faculty professional development as well as to assist faculty members in
addressing personal growth.

Study Findings: Colicges with high faculty morale offer a variety of faculty devel-
opment programs tailored to mecet the diverse carcer stages, professional inter-
ests, and personal and life circumstances of their faculty.

Professional Growth Programs: Docs the college operate and fund faculiy develop-
ment programs designed to enhance professional growth? Such programs might
include feaves, sebbaticals. travel to conferences, major hibraries, professional and
scholarlv mecnings, and actinvaties to support rescarch and teaching, efforts.

Personal Growth Programs: Are development opportunitics concerning more person-
al issues i place. such as programs concerning health and wellness, career counseling,
retrement and outplacement counseling, and referrils for alcohol and drug abuse?

Variety of Activities: Is the range of faculey development activities diverse and
innovative? For example, i addition to such tvpical acuvities as sabbaticals and trav-
clsupportare there seminars and lunches orgamized around topics of interest, stim-
ulating speakers vistung the campus, opportunitics for facults and administrators to
pursuc short-term off-campus expenences, and small grants for which faculey are cli-
gible for use i improving their teaching, expanding cheir rescarch interests, or imiti-
JUNE BCW PIOJCCIS?

Conference Atendance: Do faculty receive financial support to attend professional and
scholarly mectngs when they are giving papers? When they are not presenting papers?

Recognition of Diverse Fuculty Needs and Circumstarces: In what w avs do the
faculty development opportunities recognize and address differences in faculn
needs according to career stage, gender, race, discipline, carcer aspirations, and val-
ues? For example, how doces the college assist new faculty members. or individuals
soon due to retire, or mid-carcer faculty interested in revitalizing their scholarly
mterests? Inowhat speaific wavs are these needs addressed? Are there other wavs
that would be helpful?

Publicity: Arc faculty well-aintormed about che available facult development programs?

l’urlirz’puli(m m I'}u'u/t_\' l)c‘zwlnpnu*nt: Whiat pmlmr(inn of faculty memhers parngt-
pate in the faculty development opportunitios on aregular basis Gue.oseveral times a
vear)? Are the avarlable programs adequate to meet faculty neceds and interests® Are
they scheduled at convenient tmes for facults schedules? Are they held in casiia
accessible places:

>~



Organisational Structure; Has a formal organizationzi structure been established
at the college to ensure attention to faculty development (i.c., a committee, a facul-
ty development office, a director)?

Planning for Faculty Development: How arc decisions made regarding those faculty
development projects to be supported? In what ways are faculty invited to identify
their needs and interests? Is the planning process concerning faculty development
activities perceived by faculty as fair and appropriate?

Funding: In what budget line and at what level of support are faculty development
activities funded?

5

After considering these questions, | (we) think my college has these strengths
regarding faculty development:

In terms of faculty development, I (we) think attention should be directed to these
areas:




1 (we) have these specific suggestions:
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B BALANCE OF INTRINSIC AND ENTRINSIC REWARDS

Definition: When faculty members evaluatc their work and workplaces, they con-
sider both the intangible, intrinsic aspects of their work, such as the amount of
autonomy, responsibility, and appreciation they experience, as well as the tangi-
ble, extrinsic aspects, such as salarics, benefits, and public recognition.

Study Findings: Colleges with high faculty momle recognize that faculty need
both intrinsic rewards (such as autonomy, responsibility, and appreciation) and
extrinsic rewards (particularly adequate salaries and benefits). Neglect of either
the intrinsic or extrinsic rewards threatens the quality of the workpiace and the
level of faculty morale. While some colleges where morale is high have low salary
levels, faculty perceive that the intrinsic rewards are strong and that the institu-
tion makes good faith efforts to provide reasonable salaries.

Fquitable Salary Policies: Arc salan policies equitable, not excessively “market-
driven.” but rather, fair to all groups within the faculty?

Attention to Salary Levels: Is reasonable attention given to maintaining faculey
salary and benefit fevels that are compettive with similar colleges? What prierity s
given to salany and benefies within the scope of the total institutional budget?

Good Faith Fffort: Do the salary levels and salany distnibution make sense to the
faculey? If salaries are refatively low, iy the faculty convineed that a good faith effort
is being made on their behalt?

Autonomy: Do faculty feel they have considerable autonomy and freedom in con-
ducting their teaching and other scholarhy activities? Do they feel that senior admin-
istrators support their autonomy?

Appreciation: Doces the college have a vanery of wavs to express apprecation to fuc-
ulty members? Are apprecration and recognition expressed both through formal,
public ceremonies and through informal, frequent comments and thanks? Arc
expressions of appreciation offered with conviction and sincerity?

Condition of the Physical Plant: Are faculty offices sufficienty attractive and ade-
quate? Does cach faculty member have a private office? Are laboratories and equip-
ment adequate and accessible? Is the librany adequate for faculty and student work:?

Secretarial Support: Are the sceretarial svstems adequate to support the work of
the faculty members?
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After considering these questions, | (we) think my college has these strengths
regarding the balance of intrinsic and extrinsic rewards:

In terms of the balance of intrinsic and extrinsic rewards, | (we) think attention
should be directed to these arcas:

I (we) have these specific suggestions:




B THE NATURE OF COLLEAGUESHIP

Definition: Tho frequency snd kinds of inceractions that occur amang faculty
cuibecs and botweon fact kit ‘ Bfaculey
MMMJaMnum

Study Findings: Colleges where morale is high are characterized by frequent
between colleagucs sre intelloctually stimulating snd challenging, as well as sup-
portive and encourging. A feeling of community, where each individual is valued
and respected, pervades these colleges.

Stimulation and Support: How often and in what ways do “aculty members chal-
lenge and support each other in their work? To what extent are relationships between
faculty members characterized by colleagueship and supportiveness? To what extent
are these relationships intellectually lively, challenging, and stimulating?

Faculty Communication: To what extent do faculty members share ideas about
their teaching? About their reading and scholarly projects? About issues of impor-
tance for the institution?

Shared Esteem and Respect: Are shared esteem and respect evident among col-
leagues throughout the college or are some departments or groups of faculty exclud-
ed or respected less highly? Does excessive rivalry or actual hostility exist between
certain departments or groups of faculty?

Appreciation of Diversity: ‘To what extent do faculty members welcome and
include colleagues whose perspectives or backgrounds are in the minority? In what
ways are such faculty members encouraged to fecl part of the collegial group?

Provision for Recognition: Docs the college have awards or ceremonies to recognize
faculty colleagues who make noteworthy contributions in their teaching or other
scholarly work?

New Faculty: How are new faculty oriented, introduced, and integrated into the
college and its culture? Is there a Faculty Orientation Program that is carefully
planned to acclimate new faculty members to the college culture and traditions as
well as to their responsibilities? Are part-time and commuting faculty members
included in orientation programs and purposefully integrated into the college?

Faculty Interaction: 1s there an inviting faculty lounge or gathering place? Is it cen-
trally and convenien:ly located, and is it used often? Where do faculty eat lunch or

get a cup of coffec?

Social Interaction: What social functions are traditionally held by and/or for faculty?
Are they well-attended? Do they serve to bring the college community together?
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Feeling of Community: To what extent docs the term “community” characterize the
college? How is a feeling of “community” created and sustained?
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After considering these questions, I (we) think my college has these strengths
regarding the nature of colleagueship:

In terms of the nature of colleagueship, I (we) think attention should be directed
to these areas:

I (we) have these specific suggestions:




B COLLEGE-COMMUNITY RELATIONS

Definition: Some colleges cultivate mutually supportive, highly interactive rela-
tionships with the communities where they are located. Other colleges have a
more isolated position within the community, with little involvement of faculty in
local activities and few opportunitics for townspeople to use campus resources.

Study Findings: Colleges judged to have good academic workplaces often culti-
vate and maintain strong tics with the communities wher. they are located.
Faculty members are respected by the community and arc used as resource peo-
ple for community issues and activities. Faculty who engage in activitics that
serve the local community are recognized and rewarded by the college.

College Contribution to the Local Community: What cfforts does the institution
make to senve the community and thereby maintain a valued and respected posi-
ton?

Faculty Involvement in the Community: To what extent are faculty members
involved in community actvities?

Community Support of the College: 1o what extent and in what ways does the com-
munity identifv with and support the college?

Esteem in the Community: To vhat extent are faculty members held in high esteem
in the community where the college s located:

College Expectations of Faculry: Does the college provide faculty with dear expee-
tations regarding faculty participation in community affairs:

Recognition of Faculty Involvement: 1s faculty service to the local community rec-

ognized and rewarded by the college? Is such imolvement considered in evaluation
decistons? If so, in what ways?
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After considering these questions, I (we) think my college has thesc strengths
regarding college/community relations:
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In terms of college-community relations, | (we) think attention : * suld be direct-
ed to these areas:

I (we) have these specific suggestions:




M SUMMARY QUESTIONS

Ovenall, how would you describe the quality of the academic workplace at your
college?

Overall, how would you characterize faculty morale at your college?

What are your top three ideas for improving the quality of the workplace and
morale at your college?
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