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CRAPTEB J 

INTRODUCTION 

The Problem 

The purpose of this study was to determine changes in 

practices and beliefs which would be needed by certain 

academic deans to provide a sound program for the improve-

ment of college Instruction. 

The study was divided into the following subdivisions; 

(1) to determine some criteria for the evaluation of the 

practices, (2) to analyse existing practices and their 

acceptances« and (3) to propose a program of evaluated 

practices which might constitute an effective means for 

the improvement of college teaching. 

Some of the questions arising from the study were s 

(1) What criteria can be applied to evaluate the compara-

tive effectiveness of the practices used for the 

improvement of instruction? (2) What practices are being 

used by academic deans for the Improvement of instruction? 

(3) Whet are the deans* ©pinions on the comparative effec-

tiveness of one practice compared with another? (4) Are 

any new practices being used? ($) What recommendations 

can be offered in light of the study? 



Background and Significance of the Study 

In few professions Is it more important than in col-

leg® teaching for practitioners to be alert to th© need for 

continuous improvement, fh® quality of education that 

students receive will depend basically on the quality of 

college faculties and the competence with which they per-

form their varied functions# It is generally agreed that 

instruction in a college or university is definitely an 

important factor in the entire program of higher education* 

While alert educators have always been interested in 

the problems of the profession, systematic study and dis-

cussion of the improvement of instruction at the college 

level Is comparatively recent# As reviews of literature 

indicate, there were few published report® before 1905; in 

fact, there were only thirteen articles published on the 

subject between 1905 and 1925 (2, p. 25). The 1928-1950 

period was marked by three times as many articles published* 
« 

The first conference devoted solely to the improvement of 

Instruction was held at the University of Kentucky in 1951 

(2, p. 25)• During the next fifteen years certain impor-

tant studies were published? for example, College and 

University Teaching, a report from the American Association 

of University Professors; Breaking the Academic Locksten. 

by Frank Aydelotte; and The Background o£ College Teaching, 

by Luella Cole. Two important studies of the late forties 



were "Toward letter College Teaching," by Fred J. Kelly, 

and "Promoting Faculty Development in Colleges of Literal 

Art®," "by Chester S. Williams (2, p. 27)• 

Recent literature in education, the several confer-

ences , seminars» and workshop® held the past few years, and 

the present emphasis on the improvement of education in the 

United States indicate the growing concern of educators and 

others for the improvement of instruction in higher educa-

tion. For example, workshops at the Graduate School of 

Oregon State College; conferences on the improvement of 

college teaching held at the University of Missouri and at 

Ball State Teachers College; the Annual Summer Conference 

of Academic Beans sponsored by Oklahoma State University; 

reports such as Improving College Instruction. edited by 

Fred J. Kelly and sponsored by the American Council on 

Education; the periodical, Improving College and University 

Teaching; and course offerings on the improvement of col-

lege teaching at several graduate schools further emphasize 

the importance of the problem. 

The dean's relationship to the improvement of instruc-

tion has been stated by several educators. Edward F, 

Sheffield (12, p. 239) said that "the responsibility for 

leadership in instructional administration is usually 

allocated to the deans or dean of the college assisted by 

department chairmen, and the librarian." Harry F. Toothman, 
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la a study conducted in 1932 at the University of 

Cincinnati (33* p. 182), found that a major function of the 

academic dean was the improvement of instruction with 

special emphasis on the lower level* Schiller Soroggs, in 

a paper read before the Conference on Improvement of Col-

lege Teaching at the University of Missouri in 1950 (11, 

p. 199), stated, "The Bean can he a positive and effective 

factor in the improvement of college teaching.M The state-

ment, "The most important purpose of any administrative act 

is to provide conditions for more effective teaching" (7* 

P* 167), stresses the importance of the dean's relationship 

to the problem of promoting the improvement of instruction. 

• • According to the literature examined, several prac-

tice® for the improvement of instruction have been 

advocated, hut only in rare cases do these proposals rest 

on more than personal preferences or considered judgment of 

the individuals making the recommend&ti ons. 

A few related studies have relied on Jury techniques, 

bringing the Insight of experts to bear on practices or 

devices used for the lapj»vement of college teaching (14). 

Others have sought to determine the actual impact of the 

procedures on faculty members and students (8). Several 

educators have said that sore searching studies are needed 

to set valid criteria for Judging the worth of the various 

practices being used or advocated for the improvement of 



instruction (1). Robert C. Pooley of the University of. 

Wisconsin (1, p. 91) stated in a meeting on improving col-

lage instruction, which was held in Chicago in 1950, "We 

can profit from research in every phase of college teaching 

and learning. An investigation of known psychological 

principles leads the list»n In the same meetingt one group 

stressed the need for research toward the refinement of 

criteria for judging the effectiveness of educational 

practices. 

John Bale Russell, in an article in the Encyclopedia 

of Educational Research (10, p. 246), stated that there is 

great need for further research in the field of administra-

tion of higher education, both to serve as subject matter 

for the preparation of administrators and to guide them in 

their daily operation®# 

Besuits of this study should prove helpful in forming 

a better understanding of the academic dean's relationship 

to instruction; they should aid a college president in 

determining the duties that he may wisely assign to the 

dean; they should indicate the effectiveness of existing 

practices and point out new ones; they should provide a set 

of criteria for evaluating the soundness of administrative 

practices; they should provide a suggested program of 

evaluated practices which might be helpful to academic 

deans for the improvement of teaching; and they should 



furnish information which should toe of interest to institu-

tions which offer or plan professional courses in the 

improvement of college teaching. 

Definition of Terms 

The term "academic dean" usually denotes the second 

administrative official of a college* This official is 

designated toy various titles, for example, "dean of 

instruction,M "dean of the faculty," "dean of the college," 

and "academic vice-president." 

fo avoid the necessity of using a wide variety of 

titles for the office and because it seems to agree with 

the functions of it, the definition of the academic dean 

as given in the Dictionary of Education will he used. 

dean, academic; the officer directly in charge 
• of the instructional program in a school or college 
usually responsible immediately to the president for 
the direction of the faculty * . . the appraisal of 
the services of faculty members (4, p. 120). 

"Bole" as used in the title of this study means one of 

an aggregation of parts which the academic dean portrays in 

the improvement of instruction. 

The dictionary of Education (4, p. J08) defines the 

term "principle" as followst "a generalized statement 

through which otherwise unrelated data are systematized and 

interpreted." 

"Criteria" will be used to designate an instrument or 

a set of standards consisting of accepted principles 



used to analyze and evaluate the end results of th# 

study. 

"PracticeM will "be used to denote a procedure or a 

device used by academic deans for the improvement ©f 

instruction. 

Ihe term "sound" will be used to denote that a prac-

tice has been evaluated and found to he in agreement with 

the established principles of the criteria# 

Limitations of the Study 

Criteria used for the study were limited to accepted 

statements or principles as found in standard literature. 

Practices were limited to procedures and devices used 

hy academic deans for the improvement of instruction. 

Institutions selected for the study were colleges and 

universities in the United States offering the master's 

and/or second professional degrees* There are 447 institu-

tions in this category: 151 state\ 136 private, 

non-denominational; 148 private, denominational (90 

Protestant, 58 Roman Catholic); and 12 district or city 

(9» pp. 9* 11). The district or city controlled institu-

tions were not included in the study. 

Procedures Used for Collecting Data 

Statements of many principles relating to the criteria 

were collected from textbooks, yearbooks* articles from 
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educational Journals, and miscellaneous reports# Some were 

scientific principles. Others were empirical rules of 

action arrived at through practical experience or logical 

reasoning. 

The validation of each principle was documented by 

statements of specialists as found in professional litera-

ture • Morphet, Johns, and Keller have pointed out that 

"some principles are philosophical in nature and cannot "fee 

tested by objective research" p. 556). 

Emerging theories of democratic administration are 

fairly consistent with the philosophy of John Dewey and the 

philosophy expressed in the great political documents of 

the United States, such as the Declaration of Independence 

and Constitution, and more recently the United Nations 

Declaration of Human lights (6). 

Many of the assumptions dealing with such factors as 

production, group morale, and human relations have been 

tested by objective research (6, p. 72). 

The criteria were developed within the framework of 

emerging theories of democratic administration, field 

psychology, and accepted sociological principles. 

Data concerning practices which academic deans use for 

the improvement of instruction were obtained from related 

studies and from a carefully constructed "Information 

Schedule" that was entitled "A Study of the Practices Used 

for the Improvement of Instruction." Items for the 



schedule or cheek list were determined from educational 

literature and responses from tweaty-tw© deans who were 

asked to explain what they were doing to improve instruc-

tion in their institutions. Every attempt was mad® to 

develop objective statements* but many did not lend them-

selves to easy quantification. Spaces were provided to 

list and evaluate practices not included in the check list. 

The items were arranged so that the evaluations could be 

checked and tabulated easily. 

The "Information Schedule" and covering letter were 

designed according to the recommendations found in several 

publications on the methodology of educational research. 

Permission to use Kidwestem University letterheads 

and return envelopes was granted by the administration. 

Carefully planned follow-ups were designed to insure 

returns from deans not responding to the first or second 

request. 

The following procedure was used for selecting the 

institutions: An alphabetical list of each of the three 

groups of institutions—(a) state; (b) private, non-

denominational | and (c) private, denominational—was made. 

Bach institution was numbered. Odd numbered schools in 

each of the lists were selected for the study. 

The dean's Judgment of each practice listed on the 

Information Schedule was to be checked in one of four 
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columns: "0>" practice a poor means for improving instruc~ 

tion; "l," practice a fair means for improving instruction; 

"2," practice a good means for improving instruction; W5»M 

practice an excellent means for Improving instruction. 

Ooluwa MXn was to be checked if the practice waa not used. 

Spaces were provided toward the end of the schedule for the 

respondent to insert any practices used that were not 

included in the instrument. 

$h@ us® ©f the above procedures was believed to haw 

insured greater reliability of the data obtained through 

the use of this method* 

Procedures Used for Treating the Data 

fhe principles pertinent to the study were defined» 

classified* and validated to the end that a minimum list of 

criteria was established which was used in making Judgaentg 

to decide whether or not a given practice was sound. 

In order to avoid the "halo" effect that might influ-

ence a rating if it were done by one person (5, p. 400), 

the procedure described in the next paragraph was used in 

tabulating and analyzing the data obtained from the 

replies. 

Data from the information schedule were tabulated 

the weighted method was used to calculate the composite 

judgments for each practice used by academic deans for the 

improvement of instruction, that is, a simple index was 
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develop®! to measure the value: First, values of 0, 1, 2, 

and 3 were assigned to "poor," "fair," "good," and "excel-

lent ." Secondly, the values were totaled for each 

practice. Finally, an average was computed as the value 

Index. To illustrate, suppose that, to indicate their 

value, seven respondents checked a practice "poor," twenty-

seven checked it "fair," sixty-four checked it "good," and 

thirty-two checked it "excellent." Multiplying the values, 

0, 1, 2, and 3» "by the number of deans checking it, the 

results are 7 times 0, or 0; 27 times 1, or 27, 64 times 2, 

or 128; and 32 times 3, or 96. The total for the 130 cases 

would "be 251. The value index, 1.93* is found by dividing 

251 "by 130. 

Practices used and not used were arranged on a table 

in rank order according to their value indexes. From this 

distribution, the deans' judgments of the comparative 

effectiveness of one practice could be compared with that 

of another. Another tabulation was made to determine the 

comparison of practices used by the three groups of insti-

tutions. A third tabulation was made to show the comparison 

of frequencies and value of the practices with three related 

studies. 

Page 6 of the instrument used for collecting the data 

was designed to reveal any new practices being used by 

academic deans for the improvement of instruction. 
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Criteria as selected were used la making "balanced 

judgments to decide whether or not each practice was sound# 

From an analysis of the deans' judgments, related studies, 

and application of the criteria, a program of practices 

which might be used by academic deans for the improvement 

of instruction was proposed. 

Related Studies 

Chester S. Williams (14) made a study of 205 selected 

institutions of higher learning to determine which were 

doing most to improve the faculty. The study showed that 

programs for promoting faculty growth must be geared to 

combat seven major situations* 

:|L , Williams' study also showed that there were thirteen 

essential and very valuable devices for improving college 

instruction. He 'found that deans and head® of departments 

in most of the schools surveyed were held responsible for 

the improvement of instruction in their respective institu-

tions (14, p. 434). 

William F. Kelley, in a study conducted at the 

University of Minnesota in 1950 (5* PP* 132-153), took 

twenty studies appearing between 192? and 1949 and tabulated 

all of the 115 devices for the in-service training of 

instructors and the improvement of instruction that appeared 

in the studies. He then determined the number of the twenty 

¥ 
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studies la which, each of the devices was mentioned. From 

these he determined ten functional areas of concern for 

"better teaching. 

Robert B. Morris <8, pp. 502-309) made a study of the 

relative value of twenty-eight selected practices for the 

improvement of instruction. The practices were evaluated 

by teachers and administrators with experience and those 

with no experience with the practices. He calculated the 

average for each of the practices and arranged them in rank 

order. An analysis was mad® to see if there were differ-

ences in Judgments between those who had experience with 

the practices and those who had no experience with the 

practices. 

Lloyd S. Woodbume (15) studied faculty personnel 

policies by visiting forty-six colleges and universities 

during a five-month period and conferring with four to 

seven staff members in each. Chapters of his report 

related to this study include the following* "Salary 

Practices and Policies, '* "Tenure and Betirement," "Leaves 

of Absence and Conditions of Work," "Staff Planning," 

"Organization for Staff Problems," and "Essential Condi-

tions for Development and Maintenance of an Abl# Faculty." 

Woodbume concludes his study with a program of twenty 

"essential conditions for development and maintenance of 

an able faculty" (15, pp. 106-196). 
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CHAPTER II 

ESTABLISHING TEE CRITERIA 

The main purpose of this chapter is to present a set 

of accepted principles that can he used as criteria for 

evaluating practices used by academic deans for the 

improvement of college instruction. It is hoped that these 

principles may he helpful to academic deans and other col-

lege administrators in testing other educational procedures. 

Selection of the Principles 

Educational literature indicates that little has been 

done in formulating criteria for checking practices used 

for the improvement of instruction or other educational 

procedures, but reports from conferences and workshops show 

a growing interest in this important area. 

Statements of proposed principles were collected from 

textbooks, yearbooks, articles from educational and other 

journals, and miscellaneous reports. An analysis was then 

made of the statements that related directly and indirectly 

to faculty status and to administrative practices that 

might be used to improve college teaching. In this analysis 

an attempt was made to group together all the principles 

referring to each particular category (see Chapter III) of 

16 
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the practices that were selected for the "Information 

Schedule.N 

None of the principles in this study are original or 

new conceptions > "but all have "been drawn from professional 

literature* With the method employed an infinite number of 

principles sight have been stated which contribute in a 

direct way to the study* However, it was thought expedient 

to take only the most fundamental ones for the present 

study# M© attempt was made to discuss them in order of 

their importance. 

The literature shows that complete agreement concern-

ing a selected set of principles is not very common, 

therefore it is expected that some of the principles 

selected for the criteria will be of a controversial 

nature. No principle has been included, however, unless 

there was a substantial body of research or expert opinion 

back of it. 

Validating the Principles 

The validation of the principles rests upon docu-

mentation from professional literature. Most specialists, 

when writing, consider statements which they make from a 

scientific point of view. Sugg, in expressing an opinion 

on the subject, said, "It seems clear that carefully 

printed statements of these specialists were more valuable 

than would be statements that they might give us on 



18 

question blanks* (86, p# 26?), Horphet, Johns, and Heller 

<67* p. 556} have pointed out that some principles are 

philosophical in nature and cannot be tested by objective 

research. The literature shows that statements dealing 

with such factors as production, group moral®, and human 

relations have been tested by objective research. 

Frames of Reference 

The terra "frame of reference" is defined in the 

Dictionary of Education as "a system of basic principles, 

concepts| and values* usually characteristic of a group or 

culture, in accordance with which facts and policies are 

interpreted, appraised, and acted upon" (34, p. 177 )• 

Robert F* Creegan states that Ma frame of reference is 

either a limited universe of discourse or a world view 

which takes a Halted universe of discourse for its start-

ing point, and represents an extension of that limited 

universe" (19, p. 205). 

Democratic frames of reference Indicate that emerging 

theories of administration are consistent with the philoso-

phy of John Dewey and the philosophy expressed in the great 

documents of the United States of America such as the 

Declaration of Independence and Constitution, and more 

recently the United Nations Declaration of Human Bights* 

John Dewey, in an article published in 1937 • made the 

following statements 
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The key-note of democracy as a way of life may 
be expressed. It seems to me, as the necessity for 
the participation of every mature human being In 
the formation of the -values that regulate the living 
of men together (22, p. 457), 

Smith and Lindeman (92, p. 10) have defined democracy 

as "a state of mind." It is a state of mind, first, of and 

toward the majority and, second, toward and of the minority. 

Harold Benjamin says that "democracy is a manner of 

association whereby men order their o w ways for their own 

benefits, and democratic education is the instrument 

whereby they change their own ways in the direction of 

their ovm ideals" (7, p. 4). 

An important area in the field of democratic philosophy 

is the implementation of a democratic organization and 

administration* Morphet, Johns, and Heller state that 

authorities in various areas do not reveal less necessity 

for organisation and adminlstrati on in democratic than in 

authoritarian organizations. They conclude their statement 

with: • patterns and procedures of organization and 

administration will differ, of course, but organization and 

administration are equally necessary in all forms of human 

society"(67, p. 55). 

Sylvia Todd says that it is through democratic indi-

viduals that man finds the most creative self-realization. 

Todd also states that "the democratic individual recognizes 

the dignity and worth of human personality" (105, p. 72). 
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Lavell has said that "whenever two or more people 

attempt to do. something together, there is need for a 

leader." He thinks that 'the leader must go before either 

in act, in thought, or in authority" (SI* p« 58)* 

According to Lavel (51» p* 58), there are five basic 

principles that will establish the status of the democratie 

leader. (1) The democratic leader is chosen by those whoa 

he is to lead, (2) he sees more than the immediate goal, 

( 3 ) he points out the way to others, (4) he induces others 

to follow him toward the goal, and (5) he is willing to do 

that which hex asks others to do. 

ffort and Rose have stated four concepts in the general 

area of humanitarian values of democracy# They are; 

1* Structural Democracy. This is the idea that 
as a general rule control should be placed as close to 
people affected as it can. . « . 

2. Operational Democracy. Those to whom struc-
ture gives power may behave in a democratic or 
undemocratic fashion. . . . 

3* Justice. The essential quality in terms of 
this principle is balance* • . • 

4. Equality of Opportunity (68, pp. 34-35). 

Thus democracy takes as its foundation the principle 

that "all men are created equal"—equal in the opportuni— 

ties given all men to develop their full powers, and equal 

in their right to protect and direct those powers (7, 

P. 234). 

Any frame of reference in psychology is based on the 

beliefs concerning what data are applicable to psychology, 
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concernlog what experimental methods are useful, and what 

constructs are allowable (19» P* 205)» 

The following persons are some of the leaders who have 

contributed to the science of psychology? Francis Galton, 

individual differences; Ivan Pavlov, the conditioned 

reflex; Shepherd Pranz and Karl Lash-ley, studies on the 

brain; Mward L. I'horndike, animal experiments; Herman 

Sbbinghaus, studies in memory; Gordon Allport, an out-

standing authority on personality and morale; James R. 

Angell, one of the founders of "functional psychology" 

with John Dewey; and William James, the greatest figure 

in American psychology. Among his contributions are theory 

of emotions, transfer of training, "the stream of con-

sciousness ,n and the unconscious (32). 

The point of view and method of interpretation 

represented under the name Gestalt psychology had their 

rise in Germany. Leaders in the movement Included Chris-

tian Sirenfels, Qestaltoualltaten (form-quality); Kaae 

Wertheimer, apparent movement; Wolfgang Kohler, experiments 

on transposition, insight, and goal-behavior as opposed to 

trial and error; Kurt Koffka, perception and learning; and 

Kurt Levin, field theory of psychology (32, p. 207). 

Support for the field theory of psychology is derived 

from certain philosophic views, from the quantum and rela-

tivity theories in mathematics, from the physical sciences, 
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from semantics in language, and from logic* field psychol-

ogy has three Interpretations s organismic,, gestalt, and 

topological, The organisxaic find® its basis and laws in 

the biological concept of the living organism. Gestalt is 

based upon the analysis of perceptions as elementary 

wholes# The topological relates its wholes to individual 

and group behavior. There is a tendency toward unity among 

these three explanations. The principal laws of the field 

theoxy are found in all three (11» p« 150). 

Wheeler and Perkins have outlined the field theory of 

psychology under the following general law©: 

1. The Lav of Field Properties. The whole is 
more than the sua "of its parts. Properties of the 
field are not the same as the sum . . . of all the 
parts. 

2. The Law of Berived Properties and the Law of 
Determined Aofelon. "$ke meanings and the"behav3.or of 
parts aredetermined by the wholes. 

3* The Law of Individuation,» Parts come to have 
existence through an emergence of individuation, or 
differentiation, or structurization* 

Law of Field Genesis. Wholes evolve as 
wholes anaare primary. 

5* fh® Law of Least Action. The organism . . . 
will take the most direct route to relieve tension or 
restore balance. 

6. The Law of Maximum Work. The organism . . . 
will exert maximum effort to relieve tension or 
restore balance. 

7* 3?he Law of Configuration. Systems of energy 
always function as a unit. Theunit is able to adjust 
itself to a number of disturbing influences (114, 
pp. 29-56). 

The field concept of "topological" psychology can be 

used to embrace most of the organic versions of psycho~ 

logical thought (86, pp. 157-158). 
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The Intent of the following diagram is to clarify the 

meaning of "field of force.*1 A question arising from this 

study Might hei Why are not sound practices for the 

improvement of instruction "being used in a selected college 

or university? ' la analysis of the question might indicate 

that there are sob© very strong forces preventing changes 

from occurring, as well as equal forces pressing toward a 

change. 

Forces retarding change Forces encouraging change 

Goaservativeness 

traditions, 
customs 

Seononie 
considerations 

Hesearch 

Educators 

Society 

B 
Field 

fig* 1~-A diagram to illustrate the meaning of "force 
field" in topological psychology# Adapted from Jenkins 
(43, p* 46). 

A group of forces as shown in the above diagram may he 

called a "force field." The arrows pointing toward the 

left represent restraining forces which are keeping the 

practices from being used* The arrows pointing to the 

right indicate forces encouraging change. The length of 

each arrow represents the relative strength of the force# 
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The lines represent the relative strength of the forces, 

The line WAB" indicates the present condition (the present 

status of the practices)* Changes will occur only as the 

forces are modified, strengthened* or weakened, so that the 

balance of opposing forces is changed. 

The space between the horizontal lines represents the 

"field" in which the college or university is functioning. 

She field may be moving toward change in one of the direc-

tions, or it amy be relatively static# If the institution 

is moving forward, it is dynamic in relation to the field 

(43, pp. 44-49). 

A sociological frame of reference refers to the 

science of human relations. Since sociology pertains to 

relations between individuals it must start with certain 

psychological facte. Therefore it overlaps with that part 

of psychology which deals in the social causes of human 

behavior. The word "behavior" includes not only overt 

conduct but also "internal" behavior (9, p. 5). 

Hi Her (40, p. 81) says that "the social is not some-

thing that is the opposite of individuals. It is the life 

they have in common, such as conduct for, with, or against 

on® another." The social is whatever lead® individuals to 

Join efforts for a common end. 

4 new area of sociology was pioneered by three mens 

the trench August© Comte, "law of three stages"! the 
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Military-Theological, the Critical-Metaphysical, and the 

Soi exit if i c-I ndustrial; the British Herbert Spencer, First 

Principlesi and the American Lester F. Ward, Dynamic 

Sociology. All three were social psychologists. It is 

said that Comte predicted the new sociology. The work of 

these men led to the need for direct first-hand studies of 

men at work and at play. "It was studies of men behaving 

and studies of why mm behaved as they did, that the world 

of thought needed" <86, p. 54), 

Sociologists who followed Court;e, Spencer, and Ward 

war© influenced not only "by these three but also by a new 

psychology of Peirce, James, and Dewey. Thorstein Veblen 

led the group in applying the new psychology to the study 

of the behavior of human beings. 

fifteen years after the publication of ¥eblenfs Theory 

SJL Sit leisure Glass Carleton Parker said (86, p. 280) that 

human life is dynamic. Self-expression and freedom of 

choice are prerequisites to satisfying a human state. 

The study of "group dynamics" has been emphasized 

among educators during the past fifteen years. But group 

dynamics, as such, goes back to the outstanding work of men 

like Si suae 1, Freud, and Cooley. The word "dynamics" comes 

from a Greek word meaning force. The term "group dynamics" 

refers to the forces operating in groups. The practical 

application of group dynamics consists of the utilization 
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of knowledge about these forces for the achievement of son® 

purpose. 

Today research centers in the United States and 

several other countries are carrying out extensive programs 

of research designed to reveal the nature of groups and 

their functioning# 

The name of Kurt Lewin has been outstanding in this 

development* He became convinced of the need for a 

scientific approach to the understanding of the dynamics 

of groups• In 19̂ -5 he established the Research Center for 

Group Dynamics to meet this need. The Center has devoted 

much work to an attempt to gain a better understanding of 

the ways in which people change their behavior or resist 

efforts by others to have them do so* Several of these 

findings have practical applications to this study. 

Specific analysis of human relations as applied to 

industry has had much study over the past several years. 

Findings have been practical ones* particularly in the 

light of significant changes which have been taking place 

in industrial management and the responsibilities of 

business to employees. Haiiy of these findings are appli-

cable to educational situations (118, 119). 

The following diagram shows roughly the relationship 

between these frames of reference—psychology, sociology, 

democracy--and the criteria. 
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Sot logy 

Psychology-

•Beffioora-ocracy 

Criteria 
(Principles) 

fig. 2—A diagram showing the 
relationship between the frames of 
reference and the criteria. 

A selected principle for the criteria may draw on all 

three fields as indicated in figure 2. Sine© there is much 

overlapping, no attempt will he made to classify statements 

discussed under each selected principle* 

Selected Principles 

Principle No* 1. Democratic leadership is essential 

in the planning, the promotion, and the implementation of 

a program designed to improve college teaching. 

Professional literature indicates that the most 

significant aspect of the academic dean's ̂ ob is the 

leadership he provides for improving the instructional 

program. He must understand the nature of the task of 

improving college teaching and know the conditions under 

which such Improvement is most likely to occur* He must 

understand that administration is a means to an end, and 

not an end in itself. 

ftalph M* Stogdill (94, pp. 35-71) made an extensive 

survey of the literature on leadership and concluded from 
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the study that the evidence against measurable traits 1® 

impressive. He defined leadership as a working relation-

ship among member© of a group, la which the leader acquires 

status and acceptance through active participation and 

demonstration of his capacity for carrying cooperative 

tasks through to completion. 

Stogdill (95) in a study of naval leadership deter-

mined what he called three dimensions of leadership 

behavior* (1) maintenance of membership factor, (2) objec-

tive attainment, and (3) group interaction facilitation. 

Melvin Seeman's study of school administrators in Ohio 

showed the statistical futility of any status leader's 

expecting to find favor with an entire organization. Bach 

faculty he studied had a group who wanted a "strong" 

administrator who would tell them what to do and when to 

do it, and a group who wanted an administrator to work with 

the® democratically. 

fwo of his observations prove very helpful: (1) Those 

who were status conscious tended to be more pro-leader than 

those who were not so oriented; (2) those least impressed 

with status required more freedom on their job from their 

superiors and granted more to their followers or persons 

working under them (88, pp. 40-50). 

John K. Hemphill (59) found strong support for pro-

posing that a leader's most important function in the 
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dynamics of group behavior was that of maintaining group 

membership as a satisfying experience for its member®, and 

promoting their acting as a unit rather than a® individuals. 

fiobert C. Ziller (1X8, p. 28) found that a staff with 

flexible leadership tends to adapt better to the require-

ments ©f a new solution to a problem than on# with rigid 

leadership. The flexible leader tends to be more realistic 

in his evaluation of staff performance * 

In a study on constructive leadership, Sol Levine (53, 

p. 51) discovered that the intellectual leader can con-

tribute to the participation of the group only by combining 

his over-all perspective with the specific feelings of the 

group members, lis interpretive functions are most con-

structive only when they are derived from, and tested by, 

group experience* 

Preston and Heints (80, p. 44) found that when leaders 

participate with the group, changes in attitude and 

behavior are more effectively achieved, Conversely, formal 

supervisory leadership tends to build up resistance to 

change among group members. When leaders participate, the 

group feels better about the leaders and the group. Tasks 

are more interesting and meaningful. 

From the above studies it can be seen that administra-

tion is a specialized field of activity, one that demands 

an unusual combination of personality, preparation, and 
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Bat lire ability* H* S. Ferguson (26, p. 46) lias pointed out 

some competencies required of every administrator; apply-

ing educational leadership in a democratic manner, 

organising the staff for cooperative and democratic action, 

aad cooperative supervision between the faculty member and 

administrator. 

Each, administrator, according to Bluer J« Reynolds 

(84, p. 40), must learn and put into practice six very 

important principles. These principles cover the following 

items: (1) purposes of education, (2) delegation of 

responsibilities, (3) purposeful thinking, (4) dealing with 

people, (5) physical and mental health, and (6) knowledge 

of and ability to do the Job. 

What is meant by democracy in college and university 

administration? Just how much democracy is desirable? 

What principles and methods of democracy in administration 

are likely to bring about the optimum results? These are 

some of the questions being asked by the academic deans. 

It is believed that opinions of experts will be needed to 

help answer these questions. 

Over twenty years ago John Dewey (22, pp. 457-462) 

outlined several of the essential characteristics of demo-

cratic administration. Most of these fall under two 

categoriesi (1) the right of the individual to participate 

and (2) freedom of Intelligence and expression* 



51 

The following statements have been adapted from 

"Guidance in Democratic Living" by Charles H. Merriam 

(63, PP. 11-12): 

1# In educational program must have as its basic 

objective the development of personality. 

2. $h© problems ©f social adjustment that are 

inherent in all activities of the institution should be 

utilized# 

J. Opportunities for continuous growth should be put 

to use. 

4, Efficient group action is dependent upon effective 

group thinking* 

3* Effective group thinking requires efficient 

leadership. 

6. Group thinking must resolve itself in group 

acting. 

The essential principles for democratic administration 

are few in number* according to H. Gordon Hullfish (42, 

pp« 53-54)• He gives four principles that foster the demo-

cratic ideal- They are (1) the principle of free 

intelligence, (2) the principle of participation, (3) the 

principle of individuality, and (4) the principle of 

cooperation. 

To these statements should be added such concepts 

as the following, similarly selected and abstracted, 
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from the analyses of various specialists on the sub-

ject: 

1. Democracy must toe learned through prac-
tice. 

2. There must "be clear understanding of 
agreements and strict adherence on the part of 
everyone to group policies and decisions. 

5# When policies are under consideration 
everyone ha® a right to he heard. 

4. Any plan or pattern Intended to further 
democracy must really affect practice (?1, p. 6). 

Lewin has emphasized that "the democratic follower 

must learn to play a role which implies, among other 

things, a fair share of responsibility toward the group 

and a sensitivity to other people's feelings" (57, p. 416). 

fhe above statements indicate that if a genuinely 

democratic atmosphere is created, if democratic principles 

and policies are followed by the academic dean of the col-

lege or university, then there should be strength, harmony, 

and efficiency in the program designed to improve college 

instruction. 

Principle No. 2# In a program for the improvement of 

college instruction, there should be created on each campus 

a type of atmosphere which is conducive to faculty growth, 

development, and improvement• 

%da (59) says that "if we expect the faculty to grow 

and increase its teaching effectiveness, we must create on 

each campus a type of atmosphere which is conducive to such 

growth, development, and Improvement.n He gives four 
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specific conditions: (1) a climate of opinion that is 

favorable to faculty growth; (2) competent educational 

leadership on the part of the chief administrative offi-

cers? (5) opportunity for the faculty to share in 

developing policies and programs; and (4) maintenance of 

policies and working conditions that encourage faculty 

development * 

Ly&a "believes that the results of such an atmosphere 

will bring to each member of the faculty a sense of 

reasonable security (59, p• 104). 

K. E. Gladfelter has this to say about the academic 

climate: 

Every circumstance that surrounds and impinges 
upon a teacher's professional life influences the 
quality of his teaching. . • • Our chief concern 
should be directed toward the establishment of an 
environment favorable to professional growth and 
advancement (33, p* 96). 

An examination of the following statements reveals 

some fundamental principles and basic facts which seem to 

hold significant implications relating to conditions con-

ducive to faculty growthT development, and improvement. • 

No amount of casuistry or Intellectual legerde-
main can abstract the individual from the society 
which produced and nourishes him, nor a society from 
the individuals of which it is composed (91, p* 54). 

• One of the primary factors in the maintenance of 
regular and orderly behavior • . . is the work rou-
tine. One whose time is occupied with socially 
sanctioned work activities is not likely to engage in 
antisocial behavior (50, p. 29?)• 
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Mo group lives by itself. Its effectiveness 
is determined "by its relationships with, outside 
group© as well as by the working arrangements that 
have been created within the group (115? p» 194)• 

The many factors that shape lives all have con-
sequences in the way people behave (82, p# 142). 

Any group is very much like an organism. It 
creates such conditions that its member parts will 
behave in certain ways because they belong to it, 
and at the same time the manner in which the parts 
function affects the whole (82* p. 215)• 

Plans for solving personnel problems of the 
teaching staff should be such as to establish, an 
environment in which there is a maximum opportunity 
for engendering the health of the staff (113, p* 22). 

The chief obstacles to the mental health of teachers, 

according to Prescott (79, pp. 280-281), are (1) prohibi-

tive rules, (2) poor working conditions, (3) lack of 

recreation, (4) job insecurity, (5) inadequate salaries, 

(6) lack of wholesome relationships, and (?) lack of pro-

fessional organizations. 

"If mutuality is to be achieved in dealing with 

personnel problems, the first obligation of the school 

system is to create an environment that will make mutuality 

not only possible but inevitable" (52, p. 29). 

Hughe®, in discussing the principles underlying 

mutuality of action, wrote: "Progress will not be so great 

unless there is a special setting in which there is 

encouraged such interactions among teachers as will lead 
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to change and will result in some coordinated group 

action" (41, p. 185). 

"The program for dealing with personnel problems of 

the teaching staff should seek the creation of an environ-

ment in *hich there is a maximum opportunity for creative 

effort "by teachers," according to Weber (113* P* 33)* 

Much has been written in regard to academic and 

personal freedom of the instructional staff. These free-

dome are generally accepted as prerequisites to a desirable 

academic atmosphere. Huston Smith says that "academic 

freedom and democracy are so close that they are really two 

aspects of the same thing" (90, p. 211). 

The literature examined during the course of this 

study shows that most institutions render some kind of 

service to their staff members, these may "be of a tangible 

or intangible nature, but in cither case they are of 

psychological value. 

The physical plant, according to many educators, is 

important to successful teaching. Recent architectural 

studies have shown how naturalt light wall color combina-

tions, specially designed furniture, acoustically treated 

halls and classrooms, and even air conditioning can add to 

the pleasure and efficiency of teaching. 

Woodbume, in his study conducted in forty-six col-

leges and universities (116, pp. 194—196), found twenty 
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conditions essential for the development and maintenance of 

an able faculty# Some of the conditions were: (1) ade-

quate procedure for selection and promotion, (2) fair 

salary scale, (3) provision for scholarly work, (4) pro-

cedure for elimination, ( 5 ) provision for tenure, 

(6) retirement, (?) leaves of absence, ( 8 ) adjustment of 

teaching load, and (9) a planned organization. 

Principle No. 3. In a program to improve instruction, 

the college or university should provide for a high degree 

of staff morale. 

The professional literature examined during this study 

showed that if certain practices are going to improve the 

quality of college teaching there must be high morale among 

the persons using the practices. There must be unity and 

cohesiveness which allow for individual imagination, for 

give and take, pooling and consensus of ideas, and experi-

mentation. A state must be achieved in which compromises 

and personal sacrifices are made in order to attain the 

goal agreed upon by the persons involved (14, 75, 85). 

Bex V. Call says that "a man's loyalty to a job is 

determined by how he feels about that job or organization." 

He further states that "a faculty member whose morale is 

good will not only be inclined to remain in teaching in the 

present institution, but will also be willing to accept and 
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execute directions> conform cheerfully to reasonable 

discipline, and give his best efforts without the pres-

sure of authority" (14, p. 26?). 

J. J. Qppenheimer (75, p. 385) says that faculty 

morale is essentially one of providing the social-

psychological satisfaction of faculty members, fhere 

are many factors involved in the process of improving 

faculty morale# Oppenheimer (75, p* 385) also states 

that a faculty member's happiness depends upont (1) per-

sonal security, (2) freedom of expression, and (3) an 

opportunity to make use of his potentialities. 

Sociologists usually define morale as a tendency for 

members of a group to hold together* Morale is not the 

same thing for an individual as for a group (85, p« 527) • 

Another acceptable definition of good morale as 

defined by Call is "a mental condition which leads indi-

viduals and groups willingly to subordinate their personal 

objectives . . . to further the successful achievement of 

the company*s service objectives" (14, p» 267). 

Arnold M. Hose, in Sociology, the Study of Human 

Relations (85, pp* 529-534), makes several statement® 

relating to factors contributory to high group morale 

when individual members have the possibility of leaving 

the group# He also lists several factors relating to 

morale of specific individuals within the group and 
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some of the effects of high group morale on individual 

behavior. 

Goodwin Watson (111, pp» 30-47) 3ms presented five 

factors as essential to high morale. fhey ares (1) spe-

cific goal definition, (2) sense of support, (5) knowledge 

of a common danger, (4) things to do, and (5) realization 

of success. 

Charles I* Thwing has emphasized many times the 

importance of high morale in his writings. The following 

brief statement will be sufficient to Indicate his posi-

tion: "A sense of unity should prevail in the college. 

Everyone who helps constitute the college family should 

feel that he is joined to everybody else of the same body" 

(104, p. 85). 

fead (99, pp. 5% 6), writing from the point of view 

of the business executive, has given his position on 

morale as follows: "Svexy executive wants morale in his 

organization. . . . " He also states that the members of 

an organization should know what its purposes are, find 

those purposes congenial, and find themselves willing to 

support those purposes as their own. 

fead has touched on the principal point when he asks, 

Bo the members of the organization know its purposes, are 

those purposes congenial, and do they accept these pur-

poses as their own and seek to fulfill them? 
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Benjamin Fine (29, PP» 67-78) found that low morale in 

schools throughout the country came not only from crowded 

classrooms, heavy teaching schedules, and extra duties, hut 

particularly from the feeling of teachers that they were 

not consulted In the formation of institutional policies* 

Foster Brown, in a study of 1,075 teachers in the 

schools of Mew Xork state (10), found several condition® 

responsible for low morale among faculty members. Some of 

the conditions were (1) uncertainty as to whether sufficient 

salary would he paid, (2) uncertainty a® to professional 

future* because of Halted, opportunities for advancement, 

(5) unsatisfactory working conditions, and <#) Job inse-

curity. 

Caries and Herrold, in writing about the factors which 

affect morale (21, p# 21), list W. fi« Burton's five errors 

of short-sighted administration which can have serious 

effects on faculty morale* Briefly stated, these errors 

include (1) inadequate orientation of new faculty members 

to their positions, their co-workers, the school, and the 

local community, (2) exclusion of faculty members from 

institutional policy making, (3) inadequate recognition of 

professional contributions and extra training in granting 

teachers credit toward promotions and increases in salary, 

(4) inconsistency in the administration and interpretation 

of school policies, and (5) lack of administrative concern 

for adequate working conditions. 
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Gilbert 0. Garland, in a doctoral project at Columbia 

University (31, pp. 21-22), compiled the following list of 

low morale breeders; (1) heavy teaching schedules , 

(2) disregard of faculty proposals by the administration, 

(3) failure of the administration to trust individuals, 

(4) misuse of information, (5) insufficient instructional 

materials, (6) the delegation of disagreeable tasks to 

subordinates, (7) limitation of staff meetings to the 

administration, (8) disregard for personal feeling®, 

(9) uncertain tenure and lack of long-range planning, and 

(10) close supervision. 

Principle No. 4. Everyone affected by practices 

designed to improve college instruction should share in 

the planning and decision making with respect to the prac-

tices* 

The importance of faculty participation in the formu-

lation of school policies and decision making has been 

recognized by educators for several years. In 1919, 

Strayer, a reoogniaed spokesman for administration, had 

taken the unequivocal stand "that participation by teachers 

in administration is indispensable to the best development 

of the public school, and that such participation should be 

the right and responsibility of every teacher" (71, p. l). 

A quarter of a century after Strayer's statement the 

Rational Education Association made a survey to determine 
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what part teachers play in school policy-making. The 

survey showed that there was a general tendency on the 

part of teachers toward wanting a greater rather than a 

lesser part in making.decisions* One question dealt with 

the general problem in a broad fashion by asking if the 

amount of participation toy teachers in the teacher's own 

school system in committees, councils, and other adminis-

trative and policy-forming groups should be reduced or 

increased. Nearly one half of the replies indicated that 

the respondents favored an increase in such activities (72, 

p. 126). 

Accrediting agencies have been urged to promote 

teacher participation in colleges and universities. A 

committee of the American Association of University Pro-

fessors, in a report, stateds 

The committee wishes again to suggest, as it did 
following the study of 1939» that accrediting agencies 
be urged to recognise, among the criteria for the 
judgment of educational institutions, the importance 
of procedures which provide adequately for faculty 
participation wherever such participation will be 
useful (18, p. ?8). 

Busch has shown that industry has been moving away 

from authoritative ideas and attitudes in dealing with 

employees* The growth of this idea reflects trends outside 

the educational world. Busch also states that "whenever 

intelligent, fair-minded people exchange viewpoints on a 

common problem, increased information and broadened 
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attitudes result, new ideas usually emerge, and the seas® 

of group membership through participation is enhanced" 

(12, p. 85)* 

H. G. Gough found that participation leads to self-

confidence, assurance, and poise. He says that rtthe more 

those involved in problem solving became acquainted, the 

more frank and honest they were with one another" (35s 

pp. 227-233). 

Sociologists usually refer to a group as the product 

of participating individuals and more than the sum of the 

persons composing it. Bird (8, p. 808) thinks that the 

distinctive characteristics of group behavior are "created 

by interaction."1 

The group, according to Kurt Lewin (53)» is a dynamic 

whole which has properties of the parts. It can be defined 

operationally by the independence of its parts. 

Harold B. Alberty, in one of his articles, gave the 

meaning of the term "group process" from Lavonee A. Hanna 

who said? 

Group process . . . refers to the end-means 
procedures utilized by a group of individuals think-
ing, discussing, planning, deciding, acting, and 
evaluating together for the purpose of attacking 
and solving a common problem (2, p. 6$). 

Alberty (2, pp. 65-71) has given six basic principles 

that grow out of the nature and interpretation of democracy. 
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It is a widely recognized fact that people resist 

change# fhe Besearch Center for Group Dynamics has done 

considerable research on achieving change in people through 

the application of the group dynamics theory. Dorwin 

Cartwright (15) of the Center proposes a set of principles, 

each documented, for using the group as a medium of change. 

Briefly stated, the principles are: 

1# Persons involved in change must have a strong 

sens® of belonging to the same group* 

2. Group members are influenced by the attractiveness 

of the group. 

3. In attempts to effect change, the more relevant 

the change is to the basis of attraction to the group, the 

greater will be the influence, 

4. The greater the prestige of a group member, the 

greater the influence he can exert. 

5* Efforts to change individuals or groups which 

cause them to deviate from norms will encounter strong 

resistance. 

6. Strong pressure for changes in the group can be 

established by making the source of pressure for change lie 

within the group. 

?. Information relating to the needs, plans, and con-

sequences of change must be shared by all persons concerned* 
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8# Stresses caused by change can be reduced by 

eliminating the change or by bringing about readjustments 

(1% PP. 388-391). 

Many people challenge the idea that groups can make 

better decisions than the best informed and most skillful 

individuals. But research indicates that when a group 

makes its own decisions it will do something about imple-

menting those decisions. If solutions are given them they 

usually do not gain much sincere acceptance (52, pp. 29-33), 

Kurt Lewin (56) says that "in making decisions that 

involve teachers, it is important to remember social habits 

and group standards." He found that whenever a proposed 

solution to a common problem implies extreme deviation from 

the norm aet by the group itself* that solution leads to 

difficulties. The more the group is Involved in making the 

decision the more the decision will be "group carried" into 

action (56, pp. 459~4?3). 

Group thinking is much like individual thinking. A 

striking similarity of this process can be compared to that 

described by Dewey a® represented by reflective thinking 

(23, p. 12). This parallel is of no surprise since the 

group is composed of individuals. Dewey's analysis of the 

steps through which an individual goes in solving a problem 

is as follows: 
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1. The individual is faced with a felt difficulty in 

a practical situation. But conflicts are usually present, 

flies® cause an "intellectualiaation" of the problem which 

leads to J 

2, The formulation of a problem statement# The indi-

vidual tries to see what is needed in order to act 

intelligently# 

3« As a result of this thinking, a number of possible 

explanations or solutions arise, one of which seems to 

offer more promise than the others• This possibility is 

accepted as a hypothesis. 

4. The hypothesis is then examined by means of avail-

able evidence in order to find out what will be the 

consequences of practical application. 

5. The hypothesis is then tested in experiences and 

evaluated. 

Robert 0. Ziller determined three major factors that 

influence the manner in which those who are involved in the 

consequences of a decision may support the decision. 

Ziller, working for the United States Air Force, found 
\ 

that t 

1. When different people with their different 
ways of looking at a problem were Involved, a better 
solution resulted. 

2. Involvement in solving a problem developed 
"group locomotion" or support for action following a 
decision. 
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5. When the group . . . supported the decision 
fey their involvement • • • the group believed their 
solution to he more reliable . * « (118, p. 24). 

Kurt Lewin found that: 

1* Group decisions in setting up . . . goals are 
more effective than pressure methods* 

2. Discussions without decisions do not make for 
real participation by group members in group action. 

3. Bejabers of groups which discuss and decide 
tend to identify themselves with the decision of the 
group (54, pp. 195-200). 

The foregoing statements indicate the importance of 

the theory of group dynamics. The implications are that 

group participation can be very helpful in planning and 

implementing a program for the improvement of college 

instruction. 

Principle Ho. $. Each individual participating in a 

program for the improvement of college instruction should 

have a feeling of security. The programs of the institu-

tion should be adapted to the needs of the participants. 

Industry has found that employee insecurity is one of 

the greatest factors in tension, aggression, and low staff 

morale. Individual and group security is basically a 

feeling of confident ability to meet new situations. In an 

autocratic administration, the only security possible is 

dependent upon the person in authority. This kind of 

dependence takes on an emotional tone and becomes based on 

the likes and dislikes of the administrator (93» 110, 11?). 
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Thelen, in discussing the relationship "between administra-

tion. and security, says5 

Democratic administration provides security in 
that employees not only participate in responsibili-
ties and planning, thus increasing the degree of 
prediction tor future events, but also develops 

' through the process of participation, thus increasing 
their confidence in ability to cope with future 
problems (100, p. 12$). 

Professional literature shows that security means much 

more than the sense of freedom from present or future dan-

ger. Adequate salary, tenure, retirement, sick leave, 

pleasant working conditions, a sense of belonging, and many 

other conditions are all contributing factors to a teacher's 

security • 

The importance that educators attach to security is 

indicated by the following examples: 

Guarantees that appear to be essential to faculty 

welfare according to Alice Miel (66, p» 21) arei (1) the 

guarantee of security, (2) the guarantee of Individual and 

group growth, and (3 ) the guarantee of accomplishment• 

Ordway Tead saysi 

Suffice it to say that, as in all other employing 
relationships, the one doing the work should have 
reasonable security, adequacy of reward, status in 
his own eyes, the approval of his peers, a rightful 
sense of belonging to a happy congenial group * . , 
(98, p. 5). 

Daniel Presoott has the following to say about the 

need for certain things: 
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The structure and dynamic processes of the huaan 
organism imply the need for certain things, for cer-
tain conditions, and for certain activities . . . . 

These needs ar© the "basis of permanent adjustment 
problems which all of us face. . . . These needs 
become sources of unpleasant affect • • « if they are 
not met adequately (79, p* 112). 

Prescott further states that "the satisfaction of one 

need may also place the individual in a situation that will 

give rise to another" <79, p. 114). 

The following statements Indicate the large number of 

items classified as needs. Many more could have been 

included. 

W« J. Thomas (102, pp. 72-73) proposed four "wishes" ' 

common.to all people: (1) wish for security, (2) wish for 

new experience, (5) wish for recognition, and (4) wish for 

response. 

Watson and Spence (112, p. 5) set up a group of wants 

and need© in terms of movement from and movement toward. 

Human beings tend to hehave in ways involving movement: 

(1) from physical deprivations, (2) away from failure, 

(3) from being ignored, (4) from being unwanted, (5) from 

being worried, and (6) from being bored. 

Symond's formulation (97, p. 7) included (1) goals of 

human striving that satisfy physiological need and (2) 

goals which satisfy human psychological needs. 

The following items are adapted from a long list that 

£• L. Thomdike (10J, p. 377) gives in "A Bill of 
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Specifications of a Good Life for Man" j (1) maintenance of 

the inner joy of living, (2) an adequate diet, (3) protec-

tion against accidents and disasters, (4) protection 

against shocks and strains, (5) community approval, 

(6) opportunity for human society, (7) self-approval, and 

(8) opportunity to be friendly# 

All of the above statements indicate that the word 

"need" carries implications of a certain mutuality of ref-

erence. It is used where there is assumed to be an organism 

with certain requirements and an environment which can 

contribute to the satisfying of these requirements. 

Figure 3 is an attempt to illustrate forms of expres-

sion and experiences associated with psychological needs of 

people. 

Approval and ^-" H e o e l T i aS\,feeXi ng of 
1 a P P M O i a t l ° n By groups 

Participation Loyalty 

o f of 
smooees \ r e e l l n g o f *- security 

Educative 
influences 

1 
B n a e r l t a n d i n g ^ ^ — y ° r « 

ffig- 3—A chart illustrating certain psychological 
needs. Adapted from Fleming (30, p. 33). 
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Tie preceding figure shows the context of psychologi-

cal requirements common, to all persons. The most 

significant of these requirements seem to he: the receiv-

ing of appreciation, the sharing in cooperative endeavor, 

the conditions contributory to growth, and attaining some 

measure of understanding. 

Principle No. 6. Good staff relations are necessary 

for efficient work of individuals and groups in a program 

designed to improve college instruction. 

College and university administrators recognize that 

good staff relations is one of the most vital ingredients 

in administrative practice. Good staff relations exist when 

people get along well together. It is the knowing how to 

work with people. It is only through cooperation that 

individuals can work effectively (2, ?, 68). 

Staff members bring to the campus all their physical 

and mental differences, their attitudes, and their personal 

problems« Powdermaker says that "human beings are complex 

and that the nature of these complexities must be under-

stood in order to learn how prejudices are developed and 

how they can be overcome" (78). 

Much attention is being paid today to the problems of 

staff relations. Large corporations spend large sums of 

money each year on human relations activities. They have 

proof of desirable results. They can point to increases 
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la productivity,, reduced labor turnover, higher quality, 

fewer accidents, and more competent supervision (76, 

p. vi). Results of some of these studies are sited in. the 

following paragraphs. 

Sachs (87), Baube (61), and Kronenberg (4-9) found that 

job satisfaction, social relation®, and personal achieve-

ments were of more importance to workers than financial 

gain. 

Spates (93) concluded from on© of his studies that the 

desire of people at every level of organization is to be 

treated as human beings. 

Norfleet (?4), by utilizing sociometric question-

naires, found that there was a gradual shifting of regard 

from the one most friendly to the one most productive as 

group sessions progressed. A common group agreement had 

developed concerning hierarchy of members in accordance 

with productivity ratings. 

Coch and French (1?) found that the no-participation 

group showed little improvement when arbitrarily presented 

with changes in production policies and procedures. Worse, 

they resented change• Their resentment was expressed in 

various ways—lack of cooperation with their supervisor, 

open conflict with the methods engineer, and deliberate 

restriction of production. 
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The group treated with participation through repre-

sentation accepted and implemented the changes almost 

unanimously. Cooperation was good, with few exceptions. 

Such participation resulted in higher production, higher 

morale, and "better labor-management relations. 

One study shows that in relationships where there is a 

reduction of inner restraints, the members behave more 

freely and they find greater satisfaction in working 

together* This development of the proper climate in work-

ing relationship in problem solving is essential for 

effective work (27, pp. 382-389). 

Xauch lists the following democratic principles that 

have implications for building good staff relationships: 

1. Every Individual is important in his own 
right. 

2. All points of view should . . . be expressed# 
3* Minorities are respected and cherished. 
4. The common problem of living together can 

. . . be solved by cooperative action. 
5« All men are free to make choices they prefer 

(117, PP. 5-6). 
Knickerbocker states: 

1. Existence for each individual may be seen as 
a continual struggle to satisfy needs, relieve ten-
sions, and maintain equilibrium. 

2. Most needs in our culture are satisfied 
through relationships with other individuals or groups 
of individuals (4-7, p. 26). 

Emotions affect faculty relationships. Goodwin Watson 

(111) says, "Effects of emotional maladjustment influence 

all phases of a person's life. They tend to create 
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dissatisfaction within M m and dampen his search for happi-

ness and success.M Vatson refers to the research of Fisher 

and Hanna who found that many of the maladjustments of 

workers In industry were the result of social and emotional 

maladjustment of the individual (111, pp. 33-41). 

Huston Smith in speaking of emotions has this to say: 

I&notions have proved themselves to be a peren-
nial source of bias. Attachment to established points 
of view block the emergence of new insights; attach-
ments to personal interests block the common good 
(90, p. 30). 

Tensions and frustrations may be causes of poor staff 

relations. Xynd (60) has given a formula in regard to ten-

sions. It can be applied to either an individual or to a 

group• People's susceptibility to strain in a given case 

varies directly with the following ratio: 

What they know about what anybody can do about it 
xensxon - What they can do about it ^ 

A quotient of one is desirable, but somewhere above 

that point the tension reaches a breaking point• It is one 

of the functions of the institution to prevent this condi-

tion. 

Poor staff relations may be due to the lack of 

interest among the members of the faculty. Some of the 

causes of the lack of interest are pointed out in the 

"Administrators1 Notebook," a publication of the Midwest 

Administration Center, The University of Chicago: 
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Lack of interest can be, "but usually Is not, a 
syaptom of professional disease. 

Lack of interest may "be a symptom of directives. 
Lack of interest may be a symptom of emphasis on 

the wrong need* 
Lack ©f interest may be a symptom of tto© adminis-

trator fs domination. 
Lack of interest may be a symptom of low morale 

in areas outside the classroom activities that the 
administrator would like his teachers to study. 

Lack of interest may be a symptom of the policies 
of an administrator's predecessor (65, pp. 1-2). 

Krech and Crutchfield identify some of the charac-

teristics which are indicators of good staff relationships: 

1, The staff is held together more by internal 
attraction, than by coercion of an administrative 
authority figure. 

2. There is a minimum divisive friction. 
3» There is self-discipline. 
4. The staff members like to be with one 

another. 
5. They are challenged by common goals. 
6. They have positive attitudes toward staff 

objectives, and organized goals (48, pp. 404-439). 

Miel says: 

1. Group solidarity is an essential condition 
for effective group endeavor. 

2. It is easier to change the ideologies of 
groups than of individuals. 

3. Groups with laissez-faire leadership show 
more frustration than do groups under either auto-
cratic or democratic leadership (66, pp. 82-84). 

The above principles and statements, drawn largely 

from research studies, show that in a program designed for 

the improvement of instruction the academic dean and the 

teachers need to know and appreciate the values of coopera-

tive planning and working together. Such persons can learn 
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those values only "by engaging in cooperative work in an 

environment where there is good staff relationships. 

Principle No. 7- In a program for the improvement of 

college instruction, there should be full communication 

between the administration and the members of the teaching 

sstaff • 

Sine© the combined, effort of all administrative per-

sonnel and faculty members is required for a program 

designed to improve college instruction, it is apparent 

that each member concerned must be fully informed of the 

activities and expected contributions of all other members. 

B. C. Stone (96, p. 290) says that communication is 

very important. People like to know what is going on. 

Otherwise they tend to fear the worst, and when their views 

are solicited they fail to participate well. 

Garland (31) emphasizes the importance of the adminis-

trator's part in communication. The good administrator 

will keep all channels open. He believes that this will 

help build morale, 

f. W. Thomas, a well-known researcher and writer, has 

said that "perhaps the most urgent challenge to education 

today is the task of clearing away the obstacles that block 

common understanding and thus invite misinterpretation of 

motives and purposes" ( 1 0 1 , p. 1 5 4 ) . 
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Communication is the process by which a person trans-

mits a message to another. Communication may be by words, 

written or spoken, formal or informal* The meaning of 

words to a person i® determined by the selection and 

arrangement of the words and by various other factors, 

many personal and peculiar to the individual. Communica-

tion may be by implication. Sometimes, "action speaks 

louder than words." 

The narrow concept of communication can be described 

as a one-way flow that lacks provision of horizontal 

spread. Messages in this type of communication come from 

the top and take the form of orders to be carried out. 

Gregg says that, to be most effective, "communication must 

be a three-way process. There should be communication 

upward and horizontally as well as downward" (3?, p. 296). 

The principles involved in communication are related 

to all human behavior. Chandler and Petty have stated: 

Success in human relations is determined by the 
efficiency of the members of the group in saying what 
they intend to say and in understanding correctly what 
is said by others. . . . Messages transmitted are sent 
in the hope that (1) they will be received and (2) 
they will effect a certain change of behavior (16* 
p. 501). 

Hagman and Schwartz give some reasons why formal com-

munication is ineffective. An understanding of these 

reasons may serve as a guide for the academic dean and 
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other college administrators to improved communication, in 

their institutions* Some of these reasons ares 

Indifference of the administrator to the problem; 
failure to understand the psychological forces in 
operation on the members of the organisation; wishful 
thinking by executives that a job will get done by 
merely ordering it done; proneness not to accept the 
unpleasant realities of criticism when reported . . . 
(38, p. 201), 

It can be seen from the above statements that the main 

purpose of communication is to facilitate a consistent and 

harmonious action of all persons within the institution 

toward the achievement of a common goal. The two facet® 

of this purpose are: (1) providing information and (2) 

using it to strengthen group and individual relations. 

Principle No. 8. Supervision of faculty members in a 

program for the improvement of instruction should be based 

upon teacher participation. 

Professional literature shows that no two educators 

are likely to agree as to what constitutes good Instruc-

tion; therefore, it is likely that they will question Just 

what the improvement of instruction signifies. 

The following statements are based on literature in 

the field of educational supervision which is listed in the 

chapter bibliography. 

Supervision consists of directing. It is teaching 

teachers on the job to improve their instruction. This 

requires the joint efforts of all concerned. The most 
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effective way of supervision has not "been determined. 

Traditional supervision stressed the individual faculty 

member, his weaknesses and failures, and his capacity for 

improving them. The academic dean or chairman of the 

department concerned sought to correct the deficiencies of 

Instructors and to develop their strengths "by working with 

them individually. Recent studies indicate that coopera-

tive democratic supervision that employs group participation 

is the most effective approach to the improvement of col-

lege instruction. More recent treatments lean toward a 

creative philosophy (5» p. 102). 

Bartky says that "studies In social psychology have 

demonstrated that an individual works most effectively 

under the observation and expressed encouragement of 

others" (6, p. 45). He further states that when two or 

more persons coordinate their efforts there Is established 

a potential for attaining results which is characterized 

byi (1) willingness on the part of the persons to coop-

erate, (2) common purpose, and (J) a structuring of the 

organization into whatever specialisations are necessary, 

fhe efficiency of the group is determined by the degree to 

which its functions and forces are coordinated (6, pp. 46, 

48). 

Kimball Wiles states: 

Research in the field of social psychology on the 
formation and productivity of groups has made clear 
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that people work together better and with greater 
effectiveness when the members participate in the 
establishment of goals and formulation of the ways 
of work (115, p. 13). 

Justman and Mais point out several factors involving 

constructive supervision. Some of these are • 

It is exercised more by the teacher himself and a 
voluntary group of associates than by a designated 
executive officer or senior colleague, its function is 
advisory rather than managerial, and it operates more 
indirectly, informally, and unobtrusively (44, p. 75). 

Lewin and his associates (58, pp. 2?1~299) have con-

ducted a series of "action research" experiments on the 

interaction of individuals in three experimentally-created 

social climates—authoritarian, democratic, and laissez-

faire* The findings seem to show quite clearly that a 

democratic climate was more conducive to group productivity 

than either of the other two. 

Robert L. Kahn and Daniel Kats, in their study of 

supervision and industrial morale and productivity (45), 

found that when institutions insist on close supervision 

in an effort to increase productivity, supervisors are 

likely to fino. dissatisfaction and lowered morale* 

The administrator affected the productivity of the 

group in two ways, according to the study, He has the 

skill of an engineer, useful in long-range planning* He 

has human relations skills to increase or decrease the 
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motivation of his employees. Best results come from using 

both types (4-5, pp« 612-628). 

Adams and Dickey (1) list several concepts and "basic 

principles of supervision of which several are pertinent 

to this study. The following have been adapted from that 

list t 

1. Supervision is a planned program for the improve-

ment of instruction. 

2. The author!tarian concept of supervision is not 

effective in improving instruction. 

3. Effective supervision has a democratic base. 

4. Effective supervision is creative. 

5. The "basic ain of supervision is to help teachers 

become self-directive. 

6. Supervision gives teachers a degree of security, 

7. Effective supervisors share authority and 

responsibility. 

8. The improvement of instruction begins where the 

faculty members are. 

9. Observational visits are worth-while if they 

result in improved teaching. 

10. One purpose of a supervisory conference is to help 

the teacher to determine and to analyze his problems (1, 

pp. ix-xiv). 
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Principle No. 9. A program for improving Instruction 

should provide a plan for continuous evaluation and 

improvement of the effectiveness of methods, techniques, 

and practices used. 

The professional literature examined in this study 

shows that the main purpose of evaluation is to improve the 

effectiveness of goal achievement. Evaluation is a means 

of determining how well the institution, the program, or 

the activity is achieving the purposes for which it was 

designed. By means of a sound plan of evaluation, the 

strengths of practices and programs can be discovered anfl 

maintained; weaknesses can be Identified and corrected or 

eliminated. Effective employment of evaluation should 

result in continuing improvement of plans and procedures 

and of individual and group efforts in the accomplishment 

of accepted purposes (67, 77* 113). 

Bressel and Mayhew say that "it appears justifiable to 

argue that the approach to instruction through considera-

tion of the evaluation of problems can suggest many 

specific devices to enrich the learning process* ( 2 4 , 

p• 10)» 

Mursell has stated that "evaluation must be considered 

and studied as a single, unitary function if the problems 

connected with it are to be intelligently approached" ( 7 0 , 

p. 281). 
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Morphet, Johns, and Seller give the following list of 

purposes of evaluation: 

1# To secure the basis for making judg-

2# $o insure continuous» effective, and Improved 
operation# 

j, To diagnose difficulties . . . . 
4. To improve staff . . . ability to develop the 

educational system. 
5. To test new approaches to problems ana to 

conduct pilot studies • • • (67, PP • 524—527) • 

Trecker believes that 

©valuation is an important and integral component 
of the total process of administration. By employment 
of the oT&lu&t&ixs ptoc®ss •f£o©t&V6JM>wi of tti# 
total organization, and each of its parts, may he 
determined (107, p» 122). 

Pittenger, in speaking of the appraisal of instruc-

tion, states? 

Appraisal starts with the existing . . . program 
and follows every change . • . • It is the capstone 
©f implementation and the beginning of revision. 
•Svery effort to improve the educational program must 
start with an appraisal » . . (77» P« 231)* 

Academic deans, in planning and implementing programs 

of evaluation, should find it helpful to follow certain 

established principles. Horphet, John, and Seller (67) 

list several principles which may b© useful to college 

deans. Some of the principles ares 

1. Effective appraisal is dependent upon clearly 

defined educational objectives. 

2. Appraisal must be valid. 
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3. Bass® or standards for the appraisal must b© 

established• 

4. Appraisal oust be comprehensive. 

5# Appraisal must be continuous. 

6. Appraisal must be cooperative. 

7. Appraisal must be integrated and interpreted in 

portrait (6?, pp. 530-53*0-

These same authors list certain guide lines for con-

ducting an appraisal? 

1. The administrative staff should take the 
initiative in formulating policies and plana • * • * 

2# Involvement of the staff should "be sought. 

3. Provision must be made for leadership and 
coordination of the program. 

4. Provision must be made for the collection and 
analysis of data. 

5. Provision should be made for implementation 
of recommendations during the course of the study (67 , 
pp. 535-536). 

Alexander (3» P» 266) says that, like any other coop-

erative process, evaluation must operate on the basis of 

flexible tenets. 

Alexander (3, p. 266) further states that evaluation 

involves (1) Introspective evaluation, (2) project evalua-

tion by the group, and (3) evaluation of the process. 

Hany devices have been designed for use in evaluation 

of institutions, faculty members, and procedures. Ealph R. 

Fields (28, p. 189) states that many evaluation practices 

and problems were revealed in the examination of what 
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colleges are doing; among them were the us© of surveys, 

follow-up© or drop-outs of graduates, self-evaluation 

efforts of institutions, studies of practices, action-

research projects, and experimentation efforts. 

One writer has stated that "the wise school adminis-

trator will find that test results offer a frequently 

valuable opportunity for staff discussions and individual 

teacher conferences . . .w (73, p. 115)* 

Arthur J§. Traxler and his co-authors state, in their 

introduction to "What Are the Main Uses of Test' Results?" 

(89i p» 101), that difficulties sometimes arise when test 

results are used for some administrative purposes. They 

stress that test results should almost never he used in 

evaluating individual teachers. But they believe that an 

accumulation of test results over a period of years or from 

different classes may suggest questions that should be 

looked into. 

Inter-class visitation of colleagues for the purpose 

of evaluating instructional methods, according to Justman 

and Mais -(44), should not be approached as formalities or 

professional good-will calls but as opportunities to gain 

insight into the teacher's problems. 

Professional literature indicates that teachers gen-

erally frown on merit rating. 
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Weber mates the following statement concerning the 

evaluation of t@aeh.ers' servicest 

It is insufficient, however, for ©lie who is con-
cerned with the problem of evaluating teachers* 
services to atop with the mere assertion that teacher 
rating plans are unsatisfactory and dangerous* An 
alternative must he offered, and the best alternative 
is that of devising cooperative procedures (113» 
p. 108), 

Troyer and Pace (108, p» 505) reported that when 

teachers engage in cooperative programs of appraisal of 

teaching services, the teacher© develop a spirit of good 

will toward evaluation. 

That students should evaluate the effectiveness of 

their teacher's instruction is a relatively new idea in the 

field of higher education. According to Muller (69)» about 

40 per cent of American colleges and universities use or 

have used some form of student ratings of faculty members. 

She found that publicly-controlled colleges showed the 

greatest interest in student rating of faculty, The study 

also revealed that there is a trend toward a more intensive 

use of ratings. 

Cynamon and Wedeen state, "It is a fairly widespread 

practice for college instructors and investigators of col-

lege instructional procedures to question students about 

the adequacy of teaching procedures" (20, p. 629). 

The following references stress the validity of 

student ratings: 
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Drucker and Kemmers' research. (25) shows that student 

ratings of instructors correlate well (.40-»68) with alumni 

ratings of the same instructors. 

Students and supervisors agree in their ratings of 

instructors. Ward, Reamers, and Smalzreid (109) found a 

median correlation of .87 between students' ratings and 

supervisors' ratings of performance in practice teaching. 

The classification of undergraduate students makes 

little difference in teacher rating; however, graduate 

students rate their teachers higher (83, p. 168). 

McKeachie (61) says that the use of student rating of 

faculty members has three goals: (1) to make possible 

comparative {judgments, (2) to help instructors improve 

their teaching, and (3) to improve student morale. 

HcKeachie also states that Min spite of the spotty 

evidence on the validity of student evaluation of teaching, 

the use of student rating scales is increasing.n He says 

that "feed-back" or "knowledge of results" aids learning and 

is a psychological principle of long standing (61, p. 8). 

Claude S. Buxton takes the following stand on student 

rating of faculty members: 

As to whether student ratings of the faculty 
should ever be used for administrative evaluation -
of the faculty depends on local conditions and 
faculty attitudes; forced use of them is sure to 
be detrimental to faculty morale . . » (13, 
p. 35^). 
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McKeachie and Solomon have said, "However, regardless 

of their value for administrative purposes student rating® 

may still be useful for the instructor who desires to 

improve his teaching" (62, p. 380). 

Professional literature shows that the practice of 

©elf-evaluation is little used in colleges and universi-

ties, In self-rating, it Is clear that the teacher, more 

than anyone ©lee, needs to know the quality of teaching 

being don®, and no other person is in a position to know 

better what is happening in the everyday classroom routine 

than the teacher (16, p# 270). 

Chandler and Petty say: 

fhe approach to self-evaluation, as in the case 
of the other types, should he fully consistent with 
the objective to be served by the evaluation. . . . 

When self-evaluation is employed as a result of 
teacher initiative and strictly for self-improvement 
. . • the checked form should not be used . . . for 
administrative purposes (16, p, 272). 

Paul Torrance (106, p. 5)» a researcher of the Human 

Resources Kesearch Center of the United States Air force, 

has discovered that self-criticism of one's own group 

problem solving is of_value, He found that when the groups 

had organized their own way of evaluating their problem 

solving it was superior to evaluation by an "expert.w 

Justman and Mais have suggested means which a teacher 

may use to obtain information on which to base self-

appraisals 
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1. Demonstrated achievement of students. 
2. Students' reaction to learning. 
3. The human climate of instruction* 
4. Observation and analysis of one's own per-

formance* 
5. Keeping a record or "log" of course ©Tents. 
6* Being visited by a colleague and visiting 

him in turn. 
7» Conference with a supervisor. 
8. Inviting the Judgment of students (44, 

pp * 245-*246 )« 

In summary, conformity to the following principles is 

held basic.to the development of a sound program of evalua-

tion according to Greenes 

1. Evaluations of instruction must have a defi-
nite frame of reference. . * . 

2. Evaluations should he continuous and 
emulative. . . . 

3. Evaluation should he comprehensive and 
conclusive. 

4* The primary purpose of all evaluative pro-
cedures is that of encouraging and promoting 
improvement in respect to the condition or activity 
being evaluated (36, p. 34). 

Summary 

The following principles have been selected as basic 

criteria for judging the soundness of practices used by 

academic deans for the improvement of college instruction. 

Principle No. 1. Democratic leadership is essential 

in the planning, the promotion, and the implementation of 

a program designed to improve college teaching. 

Principle No. 2. In a program for the improvement of 

college instruction, there should be created on the campus 
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& type of atmosphere which is conducive to faculty growth, 

development* and improvement. 

Principle No. 3. In a program for the improvement of 

college instruction, the college or university should pro-

vide for a high degree of staff morale. 

Principle No. 4. Everyone affected by practices 

designed to improve college instruction should share in the 

planning and decision-making with respect to the practices. 

Principle No. 5* Bach individual participating in a 

program for the improvement of college instruction should 

have a feeling of security. The programs of the institu-

tion should be adapted to the needs of the participants. 

Principle No. 6. Good staff relations are necessary 

for efficient work of individuals and groups in a program 

designed to improve college instruction. 

Principle No. 7» In a program for the improvement of 

college instruction, there should be full communication 

between the administration and the members of the teaching 

staff. 

Principle No. 8. Supervision of faculty members in a 

program designed for the improvement of instruction should 

be based upon teacher participation. 

Principle No. 9. A program for improving college 

instruction should provide a plan for continuous evaluation 
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and improvement of the effectiveness of methods, tech-

niques, and practices used. 

The findings of research studies have been given in 

connection with each principle. The practices UBed for 

improving college teaching are wide in scope* Therefore 

some overlapping of the principles was inevitable in the 

interest of completeness# The criteria have been designed 

to touch the practices in their entirety. 

The final value of the criteria lies not only in their 

practical usefulness for fudging the soundness of practices 

used for the improvement of instruction, hut in the fact 

that they may he applied to other educational practices. 

Criteria of this type will be in need of constant revision 

as research revises and formulates new educational concepts 

and as new philosophies of higher education are evolved. 
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CHAPTER III 

PRACTICES USED FOR TES IMPHOTMIW 

OF INSTRUCTION 

As early as 1928 1. S. Evenden (2) of Columbia 

University suggested a list of administrative practices 

that might b© used to improve the quality of college teach-

ing, from that date until the beginning of World War II 

several articles and a few books were published relating to 

the improvement of instruction in institutions of higher 

education. Several conferences and workshops devoted 

solely to the improvement of instruction were held during 

that period. The first workshop was held at the University 

of Kentucky in 1931 (9» p* 25). It was not until soon 

after World War II that the movement spread rapidly 

throughout the nation. It is possible that the trend was 

hastened by the large number of veterans anxious to get the 

best and most rapid results from their college training. 

The purpose of the movement was defined by Theodore C. 

Blegen, Dean of the Graduate School of the University of1 

Minnesota, in an address delivered at the Tulane Confer-

ence , November 15» 1951: 

The goal is the more effective and meaningful 
education of million® of people at the college 

82 
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level through more effective and meaningful teaching 
In the generation that we now face at oid-oentury 
a* P. !?>• 

Several other evidences suggest that institutions of 

higher learning were at mid-century entering a period of an 

alertness to the improvement of their instructional pro-

gram®. Student rating of faculty members was widely 

practiced. Standing committees ©n college instruction were 

appointed to study the problem. Academic deans formed 

organizations for studying the improvement of college 

teaching, There was an increase in call© for college 

teachers who were trained in method® of instruction as 

well as specialized field content (10, p. 4), Graduate 

schools reacted to the demand by making studies for deter-

mining the best means of preparing prospective college 

teachers• 

The University of Chicago's Committee on the Prepara-

tion of Teachers began a study in 1948 to find out the best 

means for preparing prospective college teacher© for 

American colleges. The Committee found that the main 

strengths of a college faculty member were: 

1. fo be well prepared in his specialty. 
2. To be competent as a research scholar. 
5. To have generally high native intelligence. 
4. To be generally sincerely devoted t© his scholarly 

interests, 

Weaknesses of the college teacher pointed out in the 

same study were? 
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1. To have poor personal traits. 
2. To be too narrowly trained. 
3. fo have interest centered in research, not in 

teaching* 
4. fo lack specific training for teaching (4, pp. 4, 

5). 
In view of the current awakening of interest in "better 

college teaching, it was thought appropriate and desirable 

to construct an information schedule check list in order to 

find out what practices were being used by academic deans 

for improving instruction in their institutions, and to 

obtain the deans' judgments as to the effectiveness of the 

practices* It was also thought important to find out 

whether any new practices were being used for the improve-

ment of college teaching. The main purpose of this 

chapter, then., is to analyse the data gathered and to set 

forth the more significant practices revealed in the 

responses of the deans. The data for this chapter were 

derived from an information schedule which listed forty-two 

practices and invited the dean to check each practice for 

it© effectiveness as an administrative means for improving 

instruction and to list and evaluate any practices being 

used which were not included among the practices listed In 

the form (see Appendix B), 

Developing the Information Schedule 

Practices for the information schedule were selected 

and/or adapted from several lists found in (1) standard 
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educational literature and (2) from responses from twenty-

two academic deans who were asked to explain by letter what 

they were doing to improve instruction in their institu-

tions. The information schedule was given the title: "A 

Study of the Practices Used for the Improvement of Instruc-

tion. " Representative lists from educational literature 

are discussed in the following section. 

Educational Literature 

William P. Kelley, in a study conducted at the 

University of Minnesota, took twenty studies appearing 

"between 192? and 1949 and selected the 115 device® used 

to improve instruction as they appeared in the studies. 

He tabulated the number of studies in which each one of 

the devices was mentioned, (fhese were then broken down 

into ten functional areas. They were as follows: 

1. Precontract demands and orientation to the 
campus. 

2. Clarifying institutional objectives. 
3. Administrative interest in good teaching and 

moral®. 
4* Enlisting the democratic co-operation of the 

whole faculty. 
5* Assisting in the professional development of 

the faculty. 
6. Directing or supervising instruction. 
?. Developing centralized services and providing 

mechanical facilities. 
8. Obtaining ratings of the faculty. 
9# laeouraging research. 
10. Ensuring the flow of ideas between the campus 

and the world (3» p. 133). 
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Examination of a partial list of practices of Ielley*s 

study, which follows, indicates the importance that edu-

cators attach to the practices which they feel will improve 

instruction. 

Jfo» Practices 

1# To supervise teaching as a professional 
service. . . . . . . , . 

2. To provide the faculty with time for 
research . . . . . . . 

3* To make use of outside consultants, 
lecturers, and experts . 

4* To plan for student evaluation of 
instruction 

5. To sponsor co-operative faculty groups 
Interested in instruction 

6. To schedule all faculty meetings to 
clarify purposes and heighten 
faculty morale . . . . . . . . . . 

7# To plan intervisitation of class#© 
within department or college . . , 

8. To encourage further study in one's 
field or higher education. . . . . 

9. To set departmental meetings to define 
course-purposes and presentations* 

10. To supply time and some funds for 
participation in learned societies 

11. To recognize good teaching through 
promotional and salary policy. • . 

12* To promote departmental and divisional 
study groups on common interests . 

15. To provide courses in methods of field 
or in higher education . . . . . . 

14. To make a systematic collection of 
alumni opinion . . . . . . . . . . 

15• To plan for a centralized evaluation 
program for school . . 

16. To provide opportunity to visit classes 
in other schools . . . . . . . . . 

17• To assign a special faculty adviser for 
each new teacher . . . . . . . . . 

18. To encourage individual research. . . 
19. To provide leave for young instructors 

to complete their education. . . . 

Frequency 
of Kention 

18 

15 

15 

15 

14 

13 

13 

12 

12 

11 

11 

10 

10 

10 

a 

7 
7 

7 



87 

20» fa encourage the reading of books and 
periodicals on higher education. • » 6 
(5? p* 4s). 

Schiller Scroggs , in a paper read before the Confer-

ence on the Improvement of College Teaching at the 

University of Missouri (8, p. 199), lists several practices 

which an academic dean may use for improving the instruc-

tional program in his institution. The list of his 

suggestions included replacement of or addition to staff§ 

faculty enlistment in activities for improving instruc-

tional methods; encouragement of attitudes toward good 

teaching; faculty seminars; class visitation of superior 

teaching followed "by personal conferences; promotion, 

special pay, and status for good teaching; publication of 

studies; keeping journals and books readily available; 

publication of a mimeographed news-letter; bringing master 

teachers during sabbaticals to the campus for a semester as 

visiting professors; arranging for demonstrations of 

unusually interesting teaching procedures that are 

developed on the campus; encouragement of participation in 

workshops, both as teachers and learners; stimulating indi-

vidual and co-operative experimentatlon with Interests, 

funds, and service load reduction; sending delegates to 

conferences and having them report back formally to the 

appropriate faculty, and file the report in the library; 

distribution of mimeographed copies of interesting 
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materials? providing adequate stenographing and duplicating 

services; and making proper physical plant adjustments. 

Bvenden proposed the following list of specified sug-

gestions for improving the quality and effectiveness of 

instruction at the college level: 

I, Administrative and Supervisory Adjustments 
X. Unfailing recognition, by administrators, oz 

commendable work in class instruction. 
2* Opport?unl*ty for coll^g® w s to prisonv TO 

other teachers in the same college their 
materials and methods of Instruction. 

3. Providing instructors with course outlines, 
syllabi, annotated bibliographies, and other 
material• 

4. Experimentation with different types of instruc-
tional activities. 

5. Increased faculty participation in determining 
school policies which affect instruction. 

6. Providing the institution with a director of 
research and statistics. 

7. Giving more attention to sabbatical leaves. 
8. Assigning two or more instructors to the same 

course with the understanding that they are 
jointly responsible for developing lbs contents 
and methods' of instruction. 

9. Placing responsibility upon college teachers for 
the selection of books in their fields. 

II, Adjustment by Individual Teachers , ^ 
1# Encouraging sE8iEfo®rs of lustruotio&al stexJT 

to visit classes taught by other members of the 
staff# 

2. Stimulating teachers to see the necessity of 
setting themselves the goal to improve the con-
tent of their courses and the procedure in 
presenting them. 

3. Securing a clear statement of the aim of each 
course and a realisation of how the major topics 
in this course contribute to the cultural and 
professional equipment of those enrolled in it. 

4. Bringing about an increase in the amount of 
co-operative study. 

5. Promoting better understanding between teachers 
and students through conferences (2, p. 5©7)* 
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Bosley, in a study conducted In state teachers col-

lege® in 1946 (6, p. 205), designed a questionnaire to 

determine the frequency of use of practices for improving 

instruction# The following were found to be the most 

popular practices! staff conferences devoted to instruc-

tional problems, standing committees on the improvement of 

instruction* classroom visitations toy the dean, periodic 

reports by new instructors to their supervisors, and 

assistance of younger instructors by more experienced ones. 

Several of the twenty-eight practices used by 

Bobert B. Norris in his study of "The Relative Value of 

Selected Practices for the Improvement of College Instruc-

tion" (6, p. 207) were selected or adapted for the iteas 

included in the instrument used for the collection of data 

for this chapter. Some of the practices which Norris men-

tioned that were not used in this study were: Members of 

the college staff work with the public schools and other 

community groups in ways which give them opportunity to see 

what is going on and to discover how they and the college 

can better serve; senior professors, recognised as good 

teachers , are given reduced schedules so that they can work 

with inexperienced instructors; an expert, such as a 

"director of statistics and research," is available to help 

teachers with such things as the preparation and evaluation 

of tests; a faculty conference, aimed at the improvement of 
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inatructlen and lastly at least a full day, is lie Id 

annually; a faculty committee, or committees, doe® research 

©a such, things as improving classroom tests, revising mark-

lag system, and similar matters*, department heads annually 

evaluate teachers and discuss the teaching responsibilities 

of a single class* 

Chester 8. Williams, in his study on the improvement 

of college teaching, found, from the literature and from 

the decision of jurists used in the study, that the follow-

ing are essential and very valuable means for improving 

instructions 

1» Pre-year faculty conference. 
2* Appointment of an advisor in the orientation 

of a new faculty member, to confer with him about his 
work, and make reports for the purpose of cumulative 
record. 

J. Intra-8ectional coordination. 
4# Participation in lecture and advanced 

courses. 
5. Departmental meetings. 
6* Demonstration teaching. 
7« Committee on the improvement of instruction 

and curriculum development. 
8* Funds for professional meetings and sabbati-

cal leaves. 
9. Professional library. 
10. Conferences with students about their class-

work# 
11. filing of examinations and course syllabi. 
12. Individual research and experimentation. 
13. Study and adjustment of teaching load and 

position to facilitate individualized activities and 
proper faculty placement (11, Abstract). 

The North Central Association of Colleges and Sec-

ondary Schools recognises the importance of administrative 
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practices in improving college teaching. A list of aids to 

faculty growth mentioned by institutions judged to have 

superior teaching and instructional situations include: 

1. fraveling expenses in whole or part for 
attendance at professional meetings* 

2. Seduction of teaching load below normal for 
a semester or year without reduction in salary. 

3. Special library facilities in teaching field. 

field!' S P e C i S l l a b° r a t 0 1 7 f a 0 i l l t l e S l D t e a ° M n 8 

5. Library provision for books and periodicals 
relating to college education* 

6# Personal conferences with heads of department 
or dean regarding problems. 

7« Opportunity to visit classes and observe work 
of other instructors. 

8. Observation of instruction by other faculty 
members, head of department, dean, or president. 

9. Organised institutional effort to improve 
examination procedure by use of objective tests, com-
prehensive examinations, final oourse examinations, 
etc. 

10. Faculty groups organised for study of college 
and related educational problems. 

11* Counsel of specialists invited from outside 
the institution. 

12. Systematic collection of student opinion 
regarding college improvement. 

13. Sabbatical leave with stipend. 
14. Leave other than sabbatical. 
15. Systematic courses in higher education 

offered by the institution. 
16. Newsletter on instructional problems from an 

administrative officer (?, p. 2). 

Letters from Academic Beans 

The following excerpts were taken from some of the 

letters received from academic deans who explained what 

practices they were using to improve instruction in their 

institutions. 
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We have urged members of our faculty to take 
advantage of our sabbatical leave and wove forward in 
their advanced study. 

Sach summer, we have seat at least one member of 
our staff to a workshop held at either the University 
of Minnesota or at Chicago where they have worked upon 
problems which our faculty are studying and seeking to 
solve. This faculty member returns to the campus in 
the fall ant is assigned to a committee which will 
work for a year or more upon the problem. They have 
been exceedingly helpful in working out some fin® 
solutions to move in the direction of improving our 
whole educational system. Two of our workshoppers 
were sent with the specific instruction to find out 
how others were improving instruction. 

One other tiling that we have done for several 
years is to have a faculty conference or institute on 
Friday and Saturday preceding the arrival of freshmen. 
For this conference, we have brought in a resource 
person from other institutions. 

[Dean of a State College] 

In recent years we have had three conferences on 
our campus discussing the problem of improvement of 
instruction. Since this is a basic consideration, all 
faculty members must of necessity keep constantly at 
work on this problem. We have no specific committee 
charged with a study in this area, but there is aa 
awareness on the part of the staff members of the need 
to keep busy at it. 

[Dean of a Municipal 
University] 

We have been able to tap additional money and 
have gone out for better trained personnel# We have, 
given permanent status only when further training ha® 
been pursued. 

As an added feature to the above item and its 
immediate effect of the caliber of teaching, attend-
ance at conferences has been encouraged. Department 
heads and deans have taken pains to talk with indi-
vidual department personnel. Capital expenditures 
have helped to provide facilities. 

[Dean of a Municipal 
University] 

We are working constantly on improving instruc-
tion. At one time we required each faculty member to 
submit an outline or syllabus of each course he taught 
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to the office of the dean of instruction. At another 
period the dean of instruction was required to visit 
©lasses. W« have always encouraged faculty members to 
visit other classes in their division or even in other 
divisions. During the present summer we are inviting 
to our campus four outstanding educators* • . « Bach 
of these people is spending from three to four days 
on the campus lecturing once each day to the entire 
faculty and conducting individual and group confer-
ences during the remainder of the time* X am inclined 
to believe that the visits of these consultants are 
going to be instrumental in improving our quality of 
instruction. 

[Dean of an Agricultural and 
Mechanical 0oll#g®3 

Having increased our instructional staff by 
100 per cent, we have had an opportunity to Improve 
our faculty status in the selection of faculty members 
with more graduate training and, in some instances, 
with more experience in college teaching* 

Faculty members have been helped in their devel-
opment as teachers in many ways; chief of these aids 
are i (a) orientation of newmtlxt members in teaching 
duties, the college policies, traditions, and stu-
dent clientele of the area; (b) travel allowance 
for attending professional educational-meetingsi 
(c) reduction of teaching loads for special institu-
tional studies j (d) recognition of special work such 
as publication ©f articles in professional Journals 
and publication of books by salajey increases; and 
(e) liberalizing leave of absence policy. 

Conditions of faculty service have been improved 
through (a) providing homes and apartments for about 
half of the- staff members on a modest rental basis; 
(b) allowing all instructional staff members eleven 
weeks off in a calendar year for advanced study, 
recreation* and recuperation? (c) providing a group 
program of hospitalization and surgical benefits, 
about one-half of which cost is paid by the college; 
(d) providing a retirement program whose cost is paid 
one-half by the college and which at present provides 
maximum retirement benefits . . .; (e) providing 
recreational opportunities in golf without fee 
chargess and (5) social opportunities through the 
activities of a faculty club. 

Some of the things that are being done for the 
improvement of instruction ares 
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1. Standard maximum teacher load at fifteen 
semester hours. . . . 

2* M&ximam section sizes are set up in various 
fields according to optimum for best teaching 
results* 

3« An intensive study of our general education 
program is being made by our entire faculty 
through funds made available through one of 
the foundations with the objectives of 
(a) broadening our general education require-
ments and (b) improving the quality of 
instruction. 

4. A reading clinic has been established. . , • 
5» Classification of students on ability basis is 

being practiced to a limited extent and will 
b© extended under our present plans. 

6. Efforts are being made to reduce class 
absences. 

7* Faculty members not trained in teaching 
methods are encouraged to study the techniques 
provided in the field of education. 

8. Workshop in improving instruction is planned 
for our faculty next summer. 

[Bean of a State College] 

The faculty was divided democratically into four 
to seven study groups. They spent the time studying 
such things as . . . the improvement of instruction, 
• • # « 

Segular reports were made to the faculty as a 
whole. Controversial issues were debated and deter-
mined by a majority vote. Many of our problems were 
discussed and a number of them solved. 

CDean of a State College} 

First. . . • We grant leaves of absence for addi-
tional study, with one-half of the salary being paid 
the teacher. W@ pay expenses to state, district and 
occasionally national association meetings. We have a 
salary schedule which takes into consideration the 
advanced study, tenure, and efficiency. 

Second, . . . I visit classes and have confer-
ences with faculty members regarding instructional 
methods. We also encourage In-service training, con-
ferences, and educational meetings. 

EDean of a Denomlnational 
University] 
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$he best thing that we have her© is that the 
President uses collective judgment in the selection of 
new staff members. 411 those who are even remotely 
concerned are consulted if possible. This process is 
a little #low and cumbersome and we ©till make mis-
takes but it is better than anything that I have seen 
in operation. Our seventh semester leave with full 
pay is a big factor in keeping an alert faculty. Ve 
provide permanent tenure at the end of three years. 

¥© do some class visiting and we have a very 
• limited in-service training program* 

We do . . . use a questionnaire which a teacher 
M y us© in evaluating his own procedure if he so 
likes* He can show ue the results or keep the® 
confidential# 

[Academic Dean of a State 
University] 

. . . we have in the past few years inaugurated a 
program of retirement benefits, group life insurance,, 
hospital and medical service, and policies on tenure 
and on academic freedom. With regard to retirement 
benefits, the initial step was taken by the Board. 
. . . later, however, the faculty itself made a study 
of the problem. . . . As a result of this study • • * 
the faculty voted to be included in the Federal Social 
Security program. . . • 

In regard to group life insurance and hospital 
and medical insurance, committees of the faculty were 
appointed to make special studies and to bring recom-
mendations to the faculty. • . • The recommendations 
were discussed freely in faculty meetings, and finally 
policies were adopted. 

In regard to improvement of instruction . . . we 
have used a great many different measures. hold a 
pre-session conference of two day© each fall. We have 
an expert from one of the universities to lead the 
study. . . • Some of the conferences have dealt with 
instructional problems almost entirely. . , , In addi-
tion to this, the faculty holds a regular faculty 
meeting each two weeks through the year. For the past 
three years the faculty has held an additional meeting 
twice a month for a study of the problems of instruc-
tion. 

• » * the department head® and I have visited 
classes. We have encouraged inter-visitation by 
teachers, furnished facilities to record classroom 
experiences and to play them back to the instructor 
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op to the entire class as the instructor may wish* We 
have paid the expenses of teachers to attend profes-
sional meetings and workshops# We have made special 
studies in the improvement of examinations. We have 
employed specialists from different universities to 
work with the•faculty through the year in various 
studies. . . . was here each month during the year, 
helping in our study on the improvement of instruc-
tion. . . . Ve have also met with representatives from 
all the other colleges in the state workshop programs. 
. . . We have also encouraged the use of student rat-
ing scales for the teacher's own information hut not 
for administrative rating. Me are requiring teachers 
to work out rather detailed syllabi of their courses. 

I believe the sending of teachers to the North 
Central Workshops in Chicago has helped more than any 
one thing in the improvement of instruction. Next to 
this has "been our own workshops, both th© two days 
preceding the fall session and the continuous studies 
through the year. . . . it takes a combination of all 
these different methods to do the ^ob satisfactorily. 
One practice may grow a little tiresome and another 
one have to be used for a change, but all are effec-
tive if they are effectively carried through. 

[Dean of a Denominational 
College] 

Several years ago this faculty organized into 
committees for the purpose of studying • . . [the] 
improvement of instruction. The faculty studied bul-
letins, wrote letters to other institutions, and 
visited other institutions with the view of finding 
out what was being done at other colleges. Each of 
these committees made rather comprehensive reports to 
the Dean of the College and at certain points, reports 
were made tc the faculty. 

Ve send a representative to the worth Central 
Workshop each year, and the person who attends usually 
acts as the coordinator for all four committees. 

I believe we improved our entire college as a 
result of these studies. 

from time to time, we bring in outside speakers 
both from the state colleges and from colleges outside 
the state. In addition to this, we always make avail-
able any person who might for any other reasons be in 
the state who might contribute. 

Also, we have studied intensively such things as 
examinations and grades, standardized tests, pupil 
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absences, and even have gone into the matter of 
cheating on examinations. 

We found by setting up committees and by the 
faculty studying regularly that our faculty became 
very professional and knew how to go about the mat-
ter of finding information, making recommendations 
and enlisting the entire cooperation of the faculty 
in whatever venture they recommended. 

[President of a State Col-
lege (answering for his 
dean)3 

The College tries to place responsibility for 
improving and maintaining of sound teaching methods 
on the heads ©f the academic departments* 

Department meetings devoted to the interchange 
of ideas regarding individual methods are encour-
aged, $h@ interchange of quia, examination, and 
miscellaneous papers is practiced in many depart-
ments* 

Faculty panels devoted to improvement of teach-
ing methods were held last session# They were 
generally not considered successful in attaining 
their purpose. 

Attendance at conferences designed to improve 
teaching is encouraged and, to a fairly large 
extent, supported by College funds. 

[Dean of a State College] 

At • . . State College we place much emphasis 
on taking any and all steps necessary to improve 
instruction. On a continuing basis we ask each 
department staff to establish its own programs and 
work out its own means of improving instruction# 
By this means we gain advantages of involvement, 
motivation, adaptation to needs, abilities, and 
desires of each particular department. As Bean I 
ask for a report from each department head each year, 
reviewing the program(s) followed in the department 
for improving instruction. This keeps each depart-
ment at work at the task and gives me the information 
to assist, guide, encourage, and report to accredit-
ing associations. We find this the most effective 
procedure we have been able to develop. Me believe 
set patterns or patterns applied institution-wide 
are not at all effective. 

Dean of a State College] 
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Quality of instruction is given consideration 
in promotion but shares with research, potential. 

'We do not do very such in the way of assist-
ing the young instructor. What is done is usually 
individual or departmental rather than college or 
university levels, 

1 consider that more should "be done and we 
have wastage both in staff effort and student time 
because of a policy of assuming that because we 
have hired the man he can teach and needs little 
orientation* However at present the attitude of 
the faculty would consider it administrative imper-
tinence to visit and suggest# 

tDean of a State University] 

Replies from Selected Institutions 

A cover letter and a copy of the six-page informa-

tion schedule» dated April 14, 1959» entitled "A Study 

of the Practices Used for the Improvement of Instruc-

tion,1* were sent to 219 selected colleges and 

universities in the United States that offer master's 

and/or second professional degree. Of these institu-

tions , seventy-six are state supported, seventy-five 

are private (denominational), and sixty-eight are pri-

vate (non-denominational). Second and third follow-up 

letter® were sent to institutions not responding to 

fouter request?®* 

The number of forms sent out and the number of 

replies received by the end of May, 1959% are shown in 

fable I as follows: 
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TABLE I 

FOHMS SB® OUT AMD USABLE R&PLXE3 HlOSlflD 

Private 

Itea State ' 
Ben* Ion-

Den» 
Total 

Number of institutions to 
which forms were sent ?6 ?5 68 219 

lumber of institutions 
returning forms with some 
or all practices checked 62 59 50 171 

Percentage replying and-
utilizing some or all of 
the practices on the form 81.58 78.67 

. 

75.53 78.08 

©ire# replies were received too late to be- included in 

the tabulations. Five deans wrote letters stating that 

they declined to complete the form for on© of the following 

reasonsi too busy, illness, lack of time, form not appli-

cable to institution—very small school. 

the institutions varied in size from the small 

denominational college to some of the larger institutions 

with enrollments of 10,000 or aiore students* Replies were 

received from colleges and universities located In thirty-

nine states and the District of Columbia (see Appendix A). 

Analysis and Interpretation of the Data 

A simple index was developed to measure the value® of 

the practices used and the ones not used. First, values of 
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0, 1, 2, and 3 were assigned to "Poor Means,'* "Fair Means*" 

"Good Means," and "Excellent Means," respectively. She 

values were totaled for each practice; end finally, an 

average was computed as the value index. 

The data for all 171 replies were tabulated for each 

of the three classifications of schools. Then a composite 

tabulation was made for each practice of all schools 

responding. 

Only one respondent, the academic dean, was able to 

speak for the institution since only one form was to he 

returned from each school. The judgment and information 

of that respondent may well differ from that of some other 

equally competent official of the institution who might 

have evaluated the practices. In fact, some of the prac- . 

tices may he used in one or more departments or divisions 

without the knowledge of the dean who checked the list. 

The several comments from respondents Indicate that 

the deans recognized that their institutions should be 

doing more to improve their instruction. 

The following examples of the several comments 

received indicate that many of the deans were aware of 

the limitations in evaluating the practices: 

In answering these questions, my checks in the 
columns do not reflect value judgments about how 
well these things are done at this Institution, but 
represent only ay opinion that 1 believe the practice 
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to be poor* fair, good, or excellent as an adminia-
trative means for Improving instruction. 

Perhaps the difficulty 1 had with the ratings 
was due to the fact that we have tried so relatively 
few of the forty-two interesting items. 

In making my "x's" 1 have kept in mind the 
feasibility of the means, and not ^ust its excel-
lence . 

From the number of "x^s" in the "Hon Used" 
column you may gather that we are not taking steps 
toward improving instruction, that isn't exactly 

the case. 

Table II gives a comparison of frequencies and 

value indexes of practices used and not used for improv-

ing instruction in the 171 institutions that returned 

forms sent them. The total number of used and not-used 

practices do not equal the number of institutions reply-

ing. The reason for this difference is that deans did 

not evaluate practices not used if they were in doubt 

about their values as means for improving college teach-

ing. An examination of the table shows all the practices 

being used ranked higher in value than the ones not used 

except two, Ho. 4 and No. 26. There were not large dif-

ferences between the "used" and "not used" in either of 

these two. 
The frequencies and evaluations of each of the 

practices are discussed at the end of the table. 
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TABLE II 

COMPARISON OF FREQUENCIES AHD VALUE INDEXES 01 PRACTICES 
USED AID HOT USED FOE IMPROVING INSTRUCTION II 

171 INSTITUTIONS OF HIGHER M A K S I M 

Practices 0 ft i 0 m 
0 m 
tkm 

& ® S* s 
*d I 

is 

4* 
ft 
m r*t 
h m 
# & H i 

M 
w* 

Total Value 
Index 

1, A pre-year faculty 
conference Is devoted 
to the improvement of 
Instruction. 

Used 
lot used 

2* An institutional self-
study 1® made to 
evaluate the quality 
of teaching. 

Used 
Hot used 

3. A faculty advisor 
counsels the new 
faculty member about 
M a work and the 
ways of the school. 

Used 
Mot used 

4. Instructional staff 
members are provided 
copies of a handbook 
containing informa-
tion about the 
availability of 
instructional aids, 
suggested types of 
examinations, and 
methods of instruc-
tion. 

Used 
lot used 

3 

0 
1 

0 
1 

0 
1 

22 
21 

5 
5 

10 7 

46 
ia 

45 
1© 

62 
13 

48 
24 

27 
9 

62 
9 

55 
5 

96 
51 

112 

127 
24 

2,03 
1.65 

2.51 
2.06 

2*35 
1.75 

2.1 
2,1 
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TABLE II—Continued 

Practices m 
ft 3 0 m 0 $ 

A»g 

0 

» 
N ft 
•H S6 

&0 
Pn JC 
1 

tj •§ 

it 
2 

*8 

l l 

5 

Total̂  Talue Index 

5* Faculty members are 
provided adequate 
clerical assistance 
in the preparation 
of class materials 
and carrying out 
routin# Jobs. ; 

Used i 1 17 ?8 41 13?' 2.16 lot used 0 7 5 4 : 16; 1*81 
6. Librarians furnish. 

prepared bibliogra-
phies, lists of 
references» and 
other helps* 

Used 2 10 70 41 125 2*22 
lot used 9 ? 9 3 23 2.21 

7* Books, magazines, 
paaphlets, and 
other materials on 
the improvement of 
instruction are kept 
in soae convenient 
place for faculty 
use* 

Used 3 24 54 i 51 112 2.01 
Mot used 3 16 14 3 36 1,47 

8. Bulletins containing 
aunuaaries of educa-
tional research and 
helpful hints on 
teaching are circu-
lated regularly 
among the faculty* 

Used 4 16 49 20 89 1*96 
Hot used 6 19 18 1 TT 1.32 
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ia 
15 
Sf 

Practices u c 
o 3 
O 0 
PHIK 

M 1 
"sf e 

o 3 
!§3l! 

# 
f*4 
H m 
ss $$, 

Total! Value Index 

0 1 | 2 3 

9. Materials of aad 
facilities for 
instruction are sup-
plied in line with 
special needs and 
requests of teachers. 

Used 
Mot used 

1 
1 

10 
4 

63 
3 

76 
0 

150 
8 

2.45 
1*38 

10. A reduction of fac-
ulty time assigned 
to committees and to 
clerical or semi-
administrative duties 
is mad® in order that 
staff members will 
have ample time for 
class preparation. 

Used 
Hot used 

1 
2 

: 12 
5 

62 
18 

34 
4 ; 

109 
29 

2.18 
1,83 

11. The teaching load is i 
adjusted to facili-
tate a faculty mem-
ber's participation i 
in institutional 
activities other 
than teaching. 

Used 
lot used 

0 
3 

| 9 
6 

69 
13 

40 
3 

118 
25 

2,26 
1.64 

12.- The dean or some 
other designated mem-
ber of the administra-
tion assists teachers 
in developing more 
proficiency in teach-
ing methods and 
techniques. 

Used 
Hot used 

0 
6 

15 
12 

63 
10 

3? 
5 

115 
33 

2.17 
1.42 
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4» 
a j 
• ! 

Practices 
« : 

u a ' 
© i ; 
Ssc : 

« 
h i 
«r» <8 
to ® ] 

to 
^ 1 

is 
#4 m 
m i 

: M * 
mm 

Total Value 
Index 

0 1 2 3 

13« Administrator® visit 
classes to observe 
instruction, and 
have follow-up con-
ferences with 
faculty members to 
discuss methods and 
techniques used. 

Used 
lot used 

4 
26 

11 
21 

/ 

27 
15 

21 
7 

63 
69 

2.03 
1*04 

14-. A seminar or workshop 
type of course on 
problems of college 
teaching i® conducted 
by a suitable leader. 

Used 
lot used 

0 
I 

9 
16 

24 
34 

23 
19 

56 
70 

2.25 
2# 01 

15• Teachers are supplied 
with and requested to 
use a self-rating 
scale. 

Used 
Hot used 

4 
13 

12 
27 

31 
1? 

12 5 59 
62 

1.87 
1.23 

16. Provision is made for 
the anonymous rating 
of the instructor by 
his students, solely 
for 'the use of the 
'teacher in improving 
hie performance.. 

Used 
lot used 

2 
15 

14 
11 

48 
18 

20 
3' : 

84 
47 

m
m
 

O
H
 

. * * 
e\i #*4 
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Practices u d 
o 3 
P Jt 

0 

# 1 u a 
«H m 0 e pet B 

1 

m xf if 
O ffl 
0 © 
OJC 
2 

8 0 H u 
3 

Total Value 
Index 

17• Faculty members visit 
other similar insti-
tutions to study 
institutional organi-
zation and curricula 
and to observe out-
standing teachers# 

Used 0 5 47 23 7 5 2.24 
lot used 2 14 2© 14 56 2.05 

18. Faculty members visit 
on® another"* 8 
©lasses, not to 
criticise but to 
learn and share. 

Used 1 11 44 21 77 2,10 
Hot used 5 14 24 8 51 1*69 

19* There are demonstra-
tions of unusually 
interesting teaching 
devices and proce-
dures that are 
developed on the 
campus. . 

Used 2 2 29 18 51 i 2.24 
lot u®ed 1 1 18 39 11 69 1.87 

20* The institution main-
tains a committee to 
stimulate and assist 
with research studies 
to determine the 
relative effective-
ness of alternate 
instructional pro-
cedures. 

Used 0 5 39 10 44 2.11 
Not used 2 24 29 9 64 1*70 
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Practices 
« f4 « 

© a-
o © 

o 

CQ 
M d 
Itf jg 
IN S 

ft •s-a 
O 0 a s 

,1A 
a 
0 fHl 

Hi tt 
0 " 
O 

Total Value 
Index' 

21. Regular seminars are 
held in which small 
voluntary groups of 
faculty members aeet 
to exchange ideas and 
consider new research 
findings relative to 
the improvement of 
instructional prac-
tices. 

Used 
Mot used 

22* Faculty members 
through ©omit tees 
or other machinery 
participate in the 
determination of 
policy in fiuch mat-
ters m salary, 
tenure, and leaves. 

Caed 
Sot used 

23» faculty members par-
ticipate in the 
selection of new 
faculty members. 

Wsed 
Hot used 

24, faculty members are 
stimulated to do sum-
mer travel, to 5©ia 

summer field study 
groups, and to accept 
exchange professor-
ships. 

used 
lot used 

0 
0 

2 
5 

1 
9 

0 
0 

2 
10 

15 
a 

13 
6 

9 
4 

35 
36 

53 
16 

59 
2 

6? 
8 

29 
14 

66 
60 

39 
0 

56 
1 

109 
29 

129 
18 

m 
3 

143 
15 

2,41 
2,0? 

2.18 
1.33 

2.33 
0.72 

2*41 
1*93 
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Index 

25*. Leaves of absence with 
full salaiy, for so»e 
period of time, ar© 
provided faculty mem-
bers » 

Used 
Hot used 

26. Staff members are 
encouraged to accept 
membership is, learned 
societies, are pro-
Tided funds for 
attendance at profes-
sional meetings, and 
are requested to make 
reports of such meet-
ings to appropriate 
faculty groups# 

Used 
Mot used 

2?* faculty member® ar© 
encouraged to do 
research, in their 
instructional methods 
and ar© given tint 
and facilities to do 
so* 

Used 
Hot used 

28. The school*® policy 
concerning promotion, 
public recognition, 
and special pay pro-
vides for and acknowl-
edges superior teach-
insj 

,'sed 
Sot used 

0 
1 

1 
2 

4 
5 

36 
12 

62 
17 

102 
35 

2*1 
2.J 

0 
0 

12 
0 

64 
5 

n 
5 

155 
10 

2.45 
2,50 

11 
9 

38 
23 

40 
13 

§ I I 5 § 
8 

90 
47 

2.30 
1,85 

132 
21 

2.S8 
2 • 24-
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2$. The institution pro-
Tides funds for 
publication of 
faculty research. 

Used 
Hot used 

50. Teachers prepare 
course syllabi for 
courses they teach 
and make, them avail-
able to other 
instructors* 

Used 
Mot used 

31* There is co-responsi-
bility for sections 
of the same course, 

fsed 
lot used 

32. Talks on the improve-
ment of instruction 
are given by outside 
lecturer® who ale© 
conduct individual 
and group confer-
ence®. 

Used 
Hot used 

33. Freedom of thought 
and egression within 
the area of his field 
is guaranteed each 
faculty member. 

Used 
Hot used 

0 
10 

0 
1 

4 
0 

4 
5 

3 
0 

8 
16 

11 
4 

15 
3 

16 
18 

10 
0 

35 
22 

70 
9 

78 
4 

59 
26 

62 
1 

17 
10 

52 
5 

56 
1 

14 
8 

89 
0 

58 
58 

133 
19 

151 
8 

73 
57 

164 
1 

2.16 
1,55 

2.31 
1,95 

2, 
1. 
23 
75 

1.86 
1.65 

2.45 
2.00 
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34*. Haxtimm class size 
Is set up In the 
various fields 
according to optimum 
for best teaching 
result. 

Used 
lot used 

35* Department heads 
evaluate their 
teachers and discuss 
teaching responsi-
bilities with them* 

Used 
Not used 

36#, In institutional 
study designed to 
create an appro-
priate climate for 
good teaching is 
made periodically.. 

Used 
Hot used 

37» Administrative care 
is exercised to 
enlist constantly 
the best teaching 
efforts of faculty 
personnel-.. 

Used 
lot used 

0 
2 

0 
0 

0 
1 

1 
0 

s 
3 

6 
3 

7 
6 

a 
o 

70 
4 

70 
2 

59 
7 

57 
2 

64 
3 

79 
2 

58 
12 

97 
o 

142 
12 

155 
7 

124 
26 

163 
2 

2.39 
1,67 

2.47 
1.86 

2.41 
2.15 

2*53 
2.00 
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0 1 2 3 

3®# Provision is made 
fox* defining objec-
tives of courses in 
terms, at least la 
part,' of outcomes 
which ©an be mea-
sured objectively, 
and suitable teats 
are then used to 
measure those out-
comes -

Used 
Hot used 

2 
1 

6 
6 

76 
11 

39 
6 

; 125 
24 

2.24 
1.91 

39* Instructors hold 
conferences with 
students about 
teaching methods 
and classwork. 

Used 
lot used : 

3 
6 

11 
16 

. 55 
15 

• 38 
3 

10? 
40 

2.20 
1.38 

40• Informal conferences 
are held with 
to receive sugges-
tions concerning 
teaching effective-
ness of staff* 

tFsed 
lot used 

5 
14 

19 
20 

32 
20 

12 
4 

68 
58 

1.75 
1.24 

41. The grading system 
used by each instruc-
tor is studied care-
fully in the light of 
the institutional 
grading policy. 

Used 
Hot used 

4 
5 

30 
6 

78 
7 

28 
1 

140 
19 

1.93 
1.21 
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Practices 
m 1 (4 d i 

0 a 1 
0 « 
Ai « 

0 

U d 
•as 

1 
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0 8 Of 
CSS 

; 2 

' 4> £ -
0 

• r 4 1 r4 m 
m « 
0 m : 

M 0 
S S : 

3 

Total Value 
Index 

42.. There are announced 
minimal salaries for 
the various ranks 
with some indication 
of the range of 
expectancy. 

Used 1 1? 65 49 : l7t2 
•m* 2*23 

Rot used 2 4 8 & 16 1.63 

With the previously discussed limitations in mind, the 

replies as they were received will be examined* For con-

venience of analysis and interpretation, the practices are 

grouped under six arbitrarily chosen categories! Guidance 

on Problems of Teaching; Evaluating the Outcomes of 

Instruction; Professional Development of the Faculty; 

Methods of Teaching and Instructional Materials5 Rating 

of College Teachers\ and Administrative Practices to 

Stimulate the College Teacher* 

Guidance on Problems of 

Practice lo. 1.—A pre-year faculty conference is 

devoted to the improvement of instruction. 
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Of the 1?1 schools replying, only 56 per cent used the 

practice. Some use it at department level only. Others 

11s© it occasionally, The practice was ranked, in the lowest 

decile in value as a means for promoting college teaching* 

One dean commented, 

The pre-year faculty conference can he rated excellent 
if it is well-organized and well conducted, and if all 
the faculty come hack a few days willingly. If it is 
poorly organised, or if calling the faculty a few days 
early causes them to "be disgruntled, thereby getting 
the year off to a bad start, then I would rate it 
poor. 

Practice No. »A faculty advisor counsels the new 

faculty member about his work and the ways of the school. 

This practice is intended to cover the usual types of 

assistance given to the new faculty ©ember. The users of 

this practice assume that the new teacher comes expecting 

to be assisted by senior members of the department. Some 

schools delegate this responsibility to the chairman of the 

department concerned. 

The use of this practice was reported in ?4 per cent 

of the participating institutions. It was ranked thir-

teenth among the list of practices. 

Practice No. 12.—The dean or some other designated 

member of the administration assists teachers in developing 

more proficiency in teaching methods and techniques. 
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(Me hundred fifteen of the deans who replied used this 

practice in their institutions. It was ranked in the third 

quartile. 

One dean wrote. 

This practice plays up the dean or other administrator 
as an expert on teaching techniques. It recognises 
that he can assist a teacher regardless of whether his 
subject matter field is'the same a® that of the 
teacher assisted. 

Practice So* il- —Administrators visit classes to 

observe instruction, and have follow-up conferences with 

faculty members to discuss methods and technique® used* 

The practice of administrators visiting classes to aid 

the instructor visited is carried on in only 36 per cent of 

the institutions reporting. The percentage is about the 

same in each of the three groups of institutions. Some 

deans use the practice occasionally, generally upon invita-

tion of the faculty member. It was stated by some of the 

deans that many teachers object to the practice. It may be 

a too threatening procedure. The practice was ranked in 

the lower quartile in value as a means for improving col-

lege instruction. 

Practice Wo» 18.—Faculty members visit one another's 

classes, not to criticize but to learn and share. 

According to the responses, the practice of visitation 

is more common among institutions than the supervisory type. 
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Of the 171 institutions reporting, 4-5 per cant indioated 

that such visitation is carried on in ©lasses on their 

campuses. It is not assumed that all or a large number of 

teachers participate in this practice, 

How useful does such visitation seem to the deans 

filling out the check list? lone of the three groups of 

schools supplying data gave the practice a high rank of 

usefulness. The question may he raised a® to why the prac-

tice of visiting classes is not more generally satisfactoxy? 

fhe lack of time suggests a possible answer# 

Practice lo» 30.--Teachers prepare course syllabi for 

courses they teach and make them available to other 

instructors. 

Responses from the deans participating in this study 

indicate that many' institutions now expect each teacher to 

prepare syllabi for his courses, indicating the objective®, 

contents, procedure of instruction, and materials to be 

used* It may be helpful for a young teacher to know what 

has been done in the past, even though he develops his own 

syllabus. 

One hundred thirty-three of the institutions used this 

practice and ranked it fifteenth in value as a means for 

improving college teaching. 
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Practice Ho# 31*—There is co-reBponsibi11ty for sec-

tions of the same course. 

One hundred fifty-one of the institutions used the 

practice of co-responsibility for sections of the same 

course. Seventy-eight found the practice a good means for 

improving instruction. Fifty-six checked it an excellent 

means. 

Comments from respondents indicated that this practice 

creates a good basis for frequent conferences of instruc-

tors engaged in the courses. These conferences are likely 

to bring out strong and weak points of teaching techniques 

used by the instructors involved. 

Evaluating the Outcomes of Instruction 

Practice No. 2.—An institutional self-study is made 

to evaluate the quality of teaching. 

Professional literature shows that many Institutions 

have conducted self-studies under the sponsorship of 

foundation grants during the past decade• Accreditation 

associations encourage such studies* Seven pilot studies 

have been sponsored by the Southern Association of Colleges 

and Secondary Schools. 

This practice ranks fourth in value by institutions 

using it. It is used less among the private non-

denominational school®. 
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Practice Ho. 20.—The institution maintains a com-

mittee to stimulate and assist with research studies to 

determine the relative effectiveness of alternative 

instructional methods. 

faculty committees inquiring into aspects of instruc-

tional procedures are used in only 26 per cent of the 

institutions. The usefulness of the practice is considered 

in the lower quartile of the total practices listed. The 

non-users rated the value of the practice much higher thanV 

the deans who us® it* _ 3 

•v J." 

Practice No* 36.—Provi si on is made for defining 

objectives of courses in terms, at least in part, of out-

comes which can he measured objectively, and suitable tests 

are then used to measure those outcomes. 
/ 3- > 

On© hundred twenty-three institutions replying used 

this practice. It was rated among the twenty most useful 

practices for improving college instruction. 

According to some of the deans, conditions for carry-

ing out this practice usually require the tireless efforts 

of the entire departmental staff to define with care the 

objectives of the courses taught and to agree upon the 

types of tests most suitable to measure the whole range of 

the outcomes of instruction. 

3 
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Practice Bo. 39.—Instructors hold conferences with 

students about teaching methods and classwork. 

This practice is used in about 62 per cent of the 

institutions# It was ranked in twenty-fifth place by 

institutions using it. It was rated much lower by non-

users. 

Opponents to the practice insisted that students are 

too immature to have sound judgment* It is feared that 

they will reflect in their appraisal their own system of 

"polishing the apple." 

Practice No. 40.—Informal conferences are held with 

alumni, to receive suggestions concerning teaching effec-

tiveness. 

This practice had vexy United use by the reporting 

institutions. Perhaps it is difficult to arrange confer-

ences with persons off the campus, These conferences, it 

is thought, have added little information to that already 

and more easily obtained from student ratings. 

The practice is used in 40 per cent of the replying 

institutions. It was rated least valuable of all the 

practice© listed on the information schedule. 

Practice Mo. 41.—The grading system used by each 

instructor is studied carefully in the light of the insti-

tutional grading policy. 
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One hundred forty institutions use this practice. 

Twenty-eight listed it an excellent means; seventy-eight, 

good| thirty, fair; and four» poor. It ranked in the lower 

quartile ©f the practices listed on the information 

schedule. 

This relatively unfavorable report may mean that an 

inadequate interpretation is made of grade distribution 

reports. Often the tabulations are made in the registrar's 

office with little provision for careful study. One dean 

stated that results of the practice have not been "earth-

shaking" at his institution. 

Professional Development of the faculty 

Practice So. 14.—A seminar or workshop type of course 

on problems of college teaching is conducted by a suitable 

leader. 

Fifty-six of the institutions replying to the check 

list have conducted seminar or workshop type of courses as 

a help for improving instruction. These rated the proce-

dure among the top twenty in value. The deans who did not 

use the practice in their institutions ranked it ninth. 

Practice Mo. 17.—Faculty members visit other similar 

institutions to study Institutional organization and 

curricula and to observe outstanding teachers. 
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Some of the institutions occasionally sent one or more 

faculty aombers to another institution for a day of visit-

ing and conferences. Deans who had used the practice 

thought that visits of this kind not only stimulated the 

participants but also tended to promote intercollegiate 

cooperation and friendship. 

Of the seventy-three institutions using the practice, 

twenty-three rated it excellent; forty-seven, good; and 

five, fair. It was ranked eighth by the deans not using 

it* It rated much lower by the ones using the practice# 

Practice Uo. ii* —There are demonstrations of 

unusually interesting teaching devices and procedures that 

are developed on the campus* 

This practice is used by less than one third of the 

institutions responding. It ranked among the twenty most 

valuable practices by both users and non-users. One dean 

stated that hie institution sponsors a series of planned 

television programs designed to encourage better teaching. 

Practice Io» 21.—Regular seminars are held in which 

small voluntary groups of faculty members meet to exchange 

ideas and consider new research findings relative to the 

improvement of Instructional practices. 

One dean reported, 

The best seminars are those which the faculty itself 
plans and in which each member attends on a voluntary 
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basis# Only in this way can they be brought to accept 
the problems as their o w and feel personal responsi-
bility for carrying out decisions. 

Sixty-six of the institutions use the practice. It 

ranked tenth as a valuable practice for improving instruc-

tion. It rated somewhat higher among the deans not using 

the practice* 

Practice Mo. 2^.-—Faculty members are stimulated to do 

summer travel, to join summer field study groups, and to 

accept, exchange professorships* 

One hundred forty-three institutions reported the use 

of this practice. Deans using the practice and the ones 

not using it rated it high as a valuable means for improv-

ing instruction. Summer travel was the most popular 

device. 

Practice lo. 25.—-Leaves of absence with full salary, 

for some period of time, are provided for scholarly work 

and research. 

One hundred two institutions had some policy for 

leaves for advanced study. Some had leaves for travel and 

rest. 

Several of the institutions that use this practice 

provide leaves with half pay. Many of the state schools do 

not provide leaves with pay in their budgets. Few instruc-

tors in these institutions take advantage of leave without 
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pay. Borne of the private schools allow a full year of paid 

sabbatical leave for every seven years of service, regard-

less of rank# 

Practice No» 26.--Staff members are encouraged to 

accept membership in learned societies, are provided funds 

for attendance at professional meetings, and are requested 

to sake reports of such, meetings to appropriate faculty 

groups. 

It is generally observed that many administrators 

attend conferences very frequently, but keep their facul-

ties at home# Yet it is the teaching staff who must put 

new educational practices into effect# One hundred fifty 

institutions used.this practice to promote the effective-

ness of their instructional programs# Deans using the 

practice and the ones not using it rated it in the upper 

decile as a means for improving teaching. Most replies 

indicated that no formal reports were required of faculty 

members who attended professional meetings. 

Practice No. 52.—Talks on the improvement of instruc-

tion are given by outside lecturers who also conduct 

individual and group conferences. 

Of the institutions reporting, only seventy-three used 

outside lecturers to speak on better instructional 
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techniques. Deans rated the practice a very poor means for 

improving college teaching in their schools. 

Methods of Teaching and Instructional Materials 

Practice Ho. 4.—Instructional staff members are pro-

Tided copies of a handbook containing information about the 

availability of instructional aids, suggested types of 

examinations, and methods of instruction. 

An examination of a dozen faculty handbooks showed 

that little space had been given to the improvement of 

college teaching in them. The contents deal with organiza-

tion and institutional policies* 

Ninety-nine of the schools replying used some form of 

faculty handbook. The rating given by deans not using the 

practice was higher than the ones using it. 

Practice No. Faculty members are provided adequate 

clerical assistance in the preparation of class materials 

and carrying out routine jobs. 

One hundred thirty-seven of the institutions respond-

ing provided clerical assistance in some amount. It was 

generally agreed that more help for faculty members should 

be provided. Deans who used the practice rated it in the 

lower quartile as a means for improving instruction. 

Practice Io» 6.—Librarians furnish prepared bibli-

ographies, lists of references, and other helps. 
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Over 70 per cent of the institutions replying used 

this practice to help their teachers* Its value was rated 

in the lower quartile by dean® whose school® did not use 

the practice. The practice was ranked much higher by deans 

who used it. 

Practice No, -Books, magazines, pamphlets, and 

other material© on the improvement of instruction are kept 

in some convenient place for faculty use. 

Son® school® designate the place "Professional Shelf." 

Many of the schools that used the practice kept the faculty 

informed of new additions. 

One hundred twelve schools reported that the practice 

was used. Thirty-one rated the practice excellent* It is 

generally thought that the materials on the "professional 

shelves" are little used* 

Practice No* 8.-—Bulletins containing summaries of 

educational research and helpful hints on improving teach-

ing are circulated regularly among the faculty. 

About one half of the reporting schools used this 

practice. These rated the practice in the lower quart!le 

as a means for Improving instruction. The exchange of 

experiences and ideas in faculty group® seems to be the 

most welcome way of circulating educational knowledge. 
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Practice Ho. —Hat©rials of and facilities for 

instruction are supplied in line with special needs and 

requests of teachers* 

One hundred fifty deans of schools replying rated this 

practice among the ten most important practices for improv-

ing college teaching. Deans who do not us© the practice 

for improving instruction provided facilities as a neces-

sity. 

Practice No. 10,—A reduction in faculty time assigned 

to committees and to clerical or semi-adminis t ra tive duties 

is made in order that staff members will have ample time 

for class preparation. 

A few comment® of deans concerning this practice were: 

"This practice would he good if we had ample funds to 

afford it." "Time for research as opposed to time for 

class preparation is a serious matter here." MWe believe 

it a good practice to keep instructional duties to a mini-

mum but we do not reduce loads for special cases." 

One hundred nine deans indicated that their institu-

tions used the practice. They rated it in the lower half 

as a means for improving college teaching. The deans of 

institutions not using the practice gave it a much higher 

rating. 
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IX•—The teaching load is adjusted to 

facilitate a faculty member's participation in institu-

tional activities other than teaching. 

Bier© should he a balance between Practice No. 10 and 

this one according to some of the respondents* It was 

generally agreed that more extensive use of the practice 

was desirable. The practice was carried out on an indi-

vidual basis and not according to any established policy 

in soae of the schools. 

On® .aundred nine deans who used the practice con-

sidered its value auch greater than they did Practice 

Ho. 10. The deans not using the practice rated it much 

lower. 

fiSL*. 22«-—Faculty members are encouraged to do 

research in their instructional methods and are given time 

and facilities to do so. 

Educational literature indicates the systematic study 

of educational problems io increasing among colleges* It 

has been found that action research can very well be car-

ried on concurrently with teaching duties* A compilation 

of reliable research data tends to lift faculty discussion 

beyond the level of opinion sharing and permits a more 

scientific approach to problems involving the improvement 

of college instruction. 
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About on© half of the colleges and universities used 

the practise. It rated la the upper quartile as a means 

for the improvement of instruction# Most deans encourage 

research for better teaching methods, but cannot give time 

for this important activity to all faculty members. 

Practice No* 54*--Maximum class size is set up in the 

various teaching fields according to optimum for best 

teaching results. 

Maximum class size in the various academic fields was 

practiced in 85 per cent of the Institutions participating 

in the study. It was ranked twelfth in value as a means 

for improving college instruction# The deans who do not 

use the practice ranked it much lower on the scale. 

Questions raised by some of the deans were : What are 

the criteria for determining the number? How can we attain 

this objective with increased enrollments? Comments indi-

cated that the practice of limiting class size is most 

coifflon in mathematics, English composition, and science 

laboratories. 

Practice Ho. 36.--An institutional self-study designed 

to create an appropriate climate for good teaching is mad© 

periodically. 

This practice is related to Practice No. 2# Approxi-

mately 72 per cent of the deans using the practice ranked 
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it among the top tea. fhe deans who do not use the prac-

tice believe it more valuable and ranked it fifth as a 

desirable practice. 

Sating of College teachers 

Practice No* 15.—Teachers are supplied with and 

requested to use a self-rating scale. 

According to the literature examined, the function of 

this practice is to improve instruction, not to rate 

teachers by academic deans or by other administrators• 

There are several rating scales devised with the view of 

stimulating the instructor to examine his o m methods in 

the light of each quality listed* It is assumed that the 

teacher who uses the scale will try to strengthen those 

qualities he believes himself to be weak. 

Less than one third of the institutions used a self-

rating scale. It was rated fortieth in value as a device 

for improving college teaching. It® frequency of use is 

about the same in each of the three groups of colleges and 

universities studied. 

Practice Sfo» 16.—Provision is made for the anonymous 

rating of the instructor by his students, solely for the 

use of the teacher in improving his performance. 

Educational literature indicates that student rating 

of faculty members has had sporadic use in scattered 
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colleges and universities for many years. Only in the last 

ten years has its use "become widespread. It is used at the 

option of the instructor. Its principal benefit is to 

inform the college teacher concerning student reaction to 

.his teaching. 

The replies on this practice showed nearly one half 

of the school® using it. The practice was rated in the 

lower decile by the deans using it. 

Practice 35.-—Department heads evaluate their 

teachers and discuss teaching responsibilities with them. 

In 155 of the institutions, department heads evaluated 

their teachers and conferred with them regarding their 

teaching responsibilities. The practice was ranked fifth 

as a means for impz-oving instruction by deans using and 

not using it. One dean thought that the practice was 

superior to self-rating and student rating of the instruc-

tor. 

Administrative Practices to Stimulate 

the College Teacher 

Practice Ho. 22.-—Faculty members through committees 

or other machinery participate in the determination of 

policy in such matters as salary, tenure, and leaves. 

This practice was considered excellent for morale, but 

indirectly resulted in Improvement of instruction. "Morale 

Is built when the faculty members share in the planning and 
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execution of institutional policies. College teachers, 

like other people, want to be treated like human beings," 

states one university dean. 

One hundred nine institutions allow faculty members to 

participate In policy making. It was rated in the lower 

half as a means for improving Instruction by the deans 

participating in the study. Most institutions aade only 

limited use of the practice. 

Practice Mo. 23»—Faculty members participate in the 

selection of new faculty members. 

Approximately 76 per cent of the schools reporting use 

this practice. Beans stated that the participation in the 

selection of faculty members is by department or division 

heads with little faculty participation. It was stated 

that some department chairmen solicit the assistance of 

other members of the department to do this important work* 

One dean says, "This practice frequently results in a poor 

selection as faculty members are limited in their choices, 

to 'friends' usually." 

Practice No. 28.—The school1s policy concerning pro-

motion, public recognition, and special pay provides for 

and acknowledges superior teaching. 

This practice rated first in value for improving 

instruction among the 1J2 schools reporting that they used 
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it. It was rated in third piste® by deans who replied they 

did not use it* Professional literature shows that 

acknowledging superior teaching has the psychological 

effect that every human being desirest a feeling that 

his efforts are significant and that his work is appre-

ciated. 

Practice No. 29.—The institution provides funds for 

the publication of faculty research. 

About 34 per cent of the schools provided funds for 

the publication of faculty research# The practice rated 

in the lower quartile as a means for improving instruction. 

It may be a means for stimulating faculty research* Host 

journals are willing to publish significant research without 

charge. 

Practice B"o. 33. ~*lreedom of thought and expression 

within the area of his field is guaranteed each faculty 

member. 

It was pointed out in Chapter II that academic freedom 

and responsibility are generally defined as the liberty and 

obligation to study, to investigate, to present, to inter-

pret, and to discuss facts and ideas concerning man, human 

society, sciences, and all other branches of learning. One 

dean stated, "We allow freedom, but not license. Outside 

the academic scene the teacher has no less freedom than 

other citizens." 
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One hundred sixty-four of the institutions allow aca-

demic freedom within the framework of the definition as 

stated by the American Association of University Professors, 

Practice ffo» 3?.—Administrative care is exercised to 

enlist constantly the best teaching efforts of faculty 

personnel• 

One hundred sixty-three institutions used this practise. 

It is rated third in value as a means for improving instruc-

tion. On® dean raised the questions "Is any other answer 

possible?" The literature used during the course of this 

study shows that if college teachers are to teach better, 

they must first want to do so. The development of this 

spirit, or morale, is the function of the administrator. 

Practice No. 42.—There are announced minimal 

salaries for the various ranks with some indication of the 

range of expectancy. 

One hundred thirty-two of the Institutions have an 

announced salary schedule. Of these, forty-nine rated the 

practice excellent; sixty-five, good; seventeen, fair§ and 

one, poor. The practice is more directly related to 

faculty morale and to instruction only indirectly. 

Practices Used Hot Included on the Check List 

Several deans reported and evaluated practices they 

were using which were not included among the items on the 

forms sent them. Two practices were reported that were not 

found in the literature examined: 
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1. A post-year faculty conference is held which i® 

designed for the ©-valuation of the instructional program 

and other educational practices of the previous year. 

2» Sound motion pictures taken of teachers in action 

are analyzed for self-iaprovement and group appraisal# 

The following practices, not included on the check 

list» have been reported in educational literature: 

1. Pre-contract demands. One dean from a well-known 

institution wrote: "The vexy best practice of all is to 

employ good teachers. Kore time spent on this before 

contracts are issued can save countless hours and much 

futility later." 

2. Beaoviag unsatisfactory teachers. One dean said 

that getting rid of the "dead wood" is probably the most 

important and difficult way to improve teaching. 

3. Inter-departmentally taught courses* It was 

reported that this practice permits several faculty members 

jointly to evaluate each other's work privately and openly. 

4. Annual reports on what has been done to improve 

Instruction during the year. 

The main purpose of Table III is to show comparisons 

of value indexes of practices used by state and private 

(denominational and non-denoiainational) colleges and univer-

sities for the improvement of instruction. Under the ooluan 

entitled "All," the practices are listed in rank order 

according to the average composite indexes for the schools. 
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TABLE III 

COWPAHISON 01 VALUE INDEXES OF PRACTICES USED BY 
STATE AND PRIVATE (DENOMINATIONAL All). 

NON-DENOMINATIONAL) INSTITUTIONS 
FOR IMPROVING INSTRUCTION 

Practices 
Private 

Bern, Non-Den. 

28* The school * s policy 
concerning promotion®, 
public recognition, and 
special pay provides 
for and acknowledges 
superior teaching 

25* Loaves of absence with 
full galaxy, for same 
period of time, are 
provided for scholarly 
work and research. 

37* Administrative cart is 
exercised to enlist 
constantly the best 
teaching effort® of 
faculty personnel 

2. An institutional self-* 
study is aadt to 
evaluate the quality 
of teaching 

35* Department heads 
evaluate their 
teachers and discuss 
teaching responsi-
bilities with them 

33. Freedom of thought and 
expression within the 
area of his field is 
guaranteed each faculty 
member 

9. Materials of and facili-
ties for instruction 
are supplied in line 
with special needs and 
requests of teachers 

2.58 

2.57 

2.53 

2.51 

2.4? 

2.45 

2.43 

2.56 

2.43 

2.39 

2.52 

2.48 

2.41 

2.46 

2.51 

2.62 

2.56 

2.55 

2.35 

2.40 

2.32 

2.62 

2.62 

2.69 

2.42 

2,59 

2.53 

2 . 51 
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TABLE III—Continued 

Practices Stat# 
Private 

Dgq i Ion-Ben. 

26. Staff members are 
encouraged to accept 
membership In learned 
societies, ar© provided 
funds for attendance at 
professional meetings* 
and ar© requested to 
make reports of such 
meetings to appropriate 
faculty groups 

21. Begular seminars are 
held in which, small 
voluntary groups of 
faculty members meet to 
exchange ideas and con-
sider new research 
finding® relative to 
the improvement of 
instructional prac-
tices 

24. Faculty members are 
stimulated to do summer 
travel, to join summer 
field study groups, and 
to accept exchange pro-
fessorships 

36. An institutional self-
study to create an 
appropriate climate 
for good teaching is 
made periodically 

34. Maximum class slss® i® 
set up in the various 
fields according to 
optimum for heat 
teaching results 

3. A faculty advisor coun-
sels with the new 
faculty member about 
his work and the ways 
of the school 

2.43 

2.41 

2.41 

2.41 

2.39 

2.35 

2*36 

2 * 2 6 

2.88 

2.36 

2.39 

2.36 

2.50 2.43 

2*44 

2.49 

2.49 

2.38 

2.31 

2.60 

2.40 

2.39 

2.41 

2.39 
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Practises All State -
Private 

Practises All State -
Ben. Ion-Ben. 

23 • Faculty members par-
ticipate in the 
©election of new 
faculty members 2,32 2.28 2.18 2.53 

30. teachers prepare 
course syllabi for 
courses they teach 
and make them avail-
able to instructors 2.51 2.29 2.28 2.35 

27* faculty members are 
encouraged to do 
research In their 
instructional methods 
and are given, time and 
facilities to do so 2.30 2.19 2.2$ 2.61 

11* fhe teaching load 1® 
adjusted to' facilitate ; 
a faculty member's 
participation in insti-
tutional activities 
other than teaching 2.26 2.39 2.25 2.09 

14. A seminar or workshop 
type of course on prob-
lems of college teach-
ing is conducted by a 
suitable leader 2.25 2.27 2.29 2.15 

38* Provision is made for 
defining objectives of 
courses in terms, at 
least in part, of out-
comes which can be 
measured objectively., 
and suitable tests are 
then used to measure 
those outcomes 2*2# 2.35 2.14 2,28 
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Practices Stat© 
Private 

Ben. Hon-Den. 

17. Faculty members visit 
©thej? similar insti-
tutions to study 
institutional organi-
zation and curricula 
and to observe out-
standing teachers 

19, fhere are demonstra-
tions of unusually 
interesting teaching 
device© and procedures 
that are developed on 
the campus 

31. there is co-responsi-
bility for sections of 
the same course 

42. There are announced 
minimal salaries for 
the various ranks with 
some indication of the 
range of expectancy 

6. Librarians furnish 
prepared bibliogra-
phies, lists of 
references, and other 
helps 

39. Instructors hold con-
ferences with students 
about teaching methods 
and classwork 

10* A reduction in faculty 
time assigned to com-
mittees and to 
clerical or semi-
administrative duties 
is made in order that 
staff members will 
have ample time for 
class preparation 

2.24 

2.24 

2.23 

2.23 

2.22 

2.20 

2.18 

2 * 2 6 

2.09 

2.28 

2.17 

2.06 

2.18 

2.27 

2.1$ 

2.38 

2.15 

2.02 

2.20 

2.15 

2.06 

2.. 33 

2.30 

2.29 

2.29 

2.46 

2.28 

2.20 
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TABLE III—Continued 

Practices 411 State 
Private 

Practices 411 State 
Den. ; Ion-Den. 

22# faculty members 
through, committees or 
other machinery par-
ticipate in the 
determination of 
policy in such mat-
ters as salary, 
tenure, and leaves 2.18 2.05 2.24 2.28 

4, Instructional staff 
members are provided 
copies of a handbook 
containing informa-
tion about the 
availability of 
instructional aids, 
suggested types of 
examinations* and 
methods of instruc-
tion 2.1? 2.22 2.11 2.19 

12. The dean or some 
other designated mem-
ber 'of the adminis-
tration assists 
teachers in develop-
. Ing more proficiency 
in teaching methods 
and techniques sa? 2.13 2.0? 2.41 

5« Faculty members are 
provided adequate 
clerical assistance 
in the preparation of 
©lass materials and 
carrying out routine 
ijobs 2.16 2.1? 2.21 2.08 

29* Hie institution pro-
vides funds for 
publication of 
faculty research 2.16 2.00 2.0? 2.50 
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Practices All State 
Private 

Practices All State 
Ben. Ion-Ben. 

20. The institution main-
tains a committee to 
stimulate and assist 
with research studies 
to determine th© . 
relative effective-
ness of alternative 
instructional proce-
dure® 2.11 2.23 1.79 2 . 3 7 

18* Faculty members visit 
one another's classes 
not to criticise but 
to learn and share 2 , 1 0 2.15 2 * 0 8 2.06 

1. A pre-year faculty 
conference is devoted 
to the improvement of 

1 . 8 9 instruction 2.03 2.03 1 . 8 9 

13. Administrators visit 
classes to observe 
instruction, and have 
follow-up conferences 
with faculty members | • 

to discuss methods i 
and techniques used 2.03 2 . 0 0 2.05 2.05 

16* Provision is made 
for the anonymous 
rating of the 
instructor by hi a 
students solely 
for the use of the 
teacher in improv-
ing his performance i 2.02 2.13 1,91 2.05 
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Practices All Stat© 
Private 

Practices All Stat© 
Ben. Non-Den. 

?. looks, magazines, 
pamphlets, and other 
materials oa the 
improvement of 
instruction are kept 
In some convenient 
place' for faculty use 2.01 2.00 1.76 2.54 

8* Bulletins' containing 
summaries of educa-
tional research and 
helpful hints on 
improving teaching 
are circulated regu-
larly among the 
faculty 1.96 1.97 1.90 2.00 

41. The grading system 
used by each instruc-
tor is studied 
carefully in the 

- light of the institu-
tional grading policy 1.93 1.78 2.04 1.97 

15# Teachers are supplied 
with and requested to 
use a self-rating 
scale 1.87 2.00 1.74 1.81 

32. Talks on the improve-
ment of instruction 
are given by outside 
lecturers who also 
conduct individual 
and group confer-
ences 1*86 1.97 1.76 1.82 

40# Informal conferences 
are held with alumni 
to receive suggestions 
concerning teaching 
effectiveness of staff 1.75 1.89 1.64 1*6$ 
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A comparison of the indexes of til® three categories of 

schools shows near agreement of evaluation in some of the 

practices, but varied judgments in others. Seasons for 

these variations may "be (1) type of school, (2) size of 

school, (3) number reporting use of practice, and (4) lim-

ited budgets. Host of the practices used by the institu-

tions were rated above good (2.00), a few near excellent 

(3-00). An over-all view of the indexes indicates great 

similarity of ratings among the three groups of institu-

tions. fhe practices rated high were generally don® so 

by each of the three groups. Also, there was general 

agreement among the institutions regarding the practices 

that rated low. 

Comparison of Present findings with Three 
Previous Related Studies 

Because of the general nature of terminology used and 

the methods employed in the treatment of data in related 

studies for the various practices used for the improvement 

of instruction, it will be impossible.to make a detailed 

comparison of the forty-two practices and their variations 

in this Investigation, therefore, it is believed that the 

practices can best be compared by the use of a table# 

Table IV lists the forty-two practices in rank order as 

based on weighted-value method of treatment of the data. 
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Bdsults of three related studies have been, selected 

for comparative purposes? "The Belative Value of Selected 

Practices for the Improvement of College Instruction," by 

Robert B. Morris; "Improvement of College Teaching,M by 

Chester S. Williams; and the "Inaervice Growth of the Col-

lege Teacher," by William F. Kelley. 

Norrls (6) had 154 institutional representatives, whose 

primary duty was administration of the instructional pro-

gram, indicate their opinions of twenty-eight selected 

practices* He used the weighted-value method to calculate 

composite Judgments for each practice. Then each practice 

was given a rank order number. This number is given in 

column one of Table IV. His study included experience with 

the practice and no experience with the practice. Only the 

results of administrators experienced in the practice are 

recorded in the table. 

Morris, in the summary of his report, said* "There is 

still much to be done in promoting the improvement of instruo-

tion, at least among the institutions responding** (6, p. 209). 

Williams (11) surveyed 205 regionally accredited insti-

tutions with a pre-war enrollment of over 500 students to 

determine which practices were doing most to improve the 

faculty and instruction. From literature and $ury opinion, 

he found thirteen devices that were considered essential and 

very valuable as means for improving instruction. These axe 

identified by an "Xw in the second column of Table IV. 
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Williams stated that administrative devices* in order 

to improve the quality of teaching done by instructors) new 

and experienced, must be devised and over-seen by respon-

sible agents and trained on the target of aiding the teacher 

by means of experience involving critical thinking, problem 

solving, and scientific discovery, to reconstruct continu-

ously the purpose and results of his work In order that he 

may constantly evaluate: (1) why he is teaching, (2) what 

he is teaching, and (3) how he is teaching (11, p. 435). 

Kelley (3) took twenty studies appearing between 192? 

and 1949 and selected all the 115 devices for the inaervice 

training of instructors and the improvement of instruction 

as they appeared in these twenty studies. He then tabulated 

the number in which each of the devices was mentioned. 

The numbers in the third column of Table 17 show the 

times the practices appeared in the studies. Kelley said of 

this grouping, "Surely it does not furnish a restrictive 

grouping of criteria: quite possibly some significant and 

generally successful methods of faculty stimulation have 

been omitted." But it is fair to say, as mentioned in the 

Revised Accrediting Manual, that "where any considerable 

number of these aids are tangibly present, there is likely 

to be lively administrative concern for good teaching. 

Their presence in an institution constitutes important evi-

dence that the quality of instruction is not neglected" ( 3 , 

p. 141). 
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TABLE IV 

COMPARISON OF THS PRACTICES USJED FOB THIS IMPROVEMENT 
Of INSTRUCTION AS SHOWN II THREE ST0DISS 

WITH THE PHESSST 

'Practices 

! U « 
t 
0 

M 
1 « 
m 

1 ft 
i 4» 1 03 

• 
; m 

U 
5 m 

# # 

i 
, ̂  
r4 

I 

# , 
# 

: #< 

h # 
r*f 
*4 
m 
m 

28. The. school's policy concerning 
promotions, public recognition, 
and special pay provides for 
and acknowledges superior 

8 : ii teaching I 8 # # : ii 

25* Leaves of absence with full 
salary, for some period of 
time, are provided for schol-
arly work and research 2 * # X 6 

57• Administrative care is exer-
cised to enlist constantly the ; 
best teaching efforts of faculty 
personnel 5 * * * # ia 

2. An institutional self-study is 
made to evaluate the quality of * 
teaching • 4 ; • * • * 3 

35* Department heads evaluate their 
teachers and discuss teaching 
responsibilities with them 1 5 14 *> # 18 

33* Freedom of thought and expres-
sion within the area of his 
field is guaranteed each 
faculty member 6 ; • * • • • • 

9* Materials of and facilities for 
instruction are supplied in 
line with special needs and 
requests of teachers. 7.5 i ! 4 .* # • * 
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TABLE IV—Continued 

Practices 

ft i 
& 
$4 
om 

* 

«il 

# m 

i 
o 
a 

# 
# 

H 
r-I 

5« 

# 
# 
# 

K m 
. H 

HI 

iS 

26. Staff members are encouraged 
to accept membership In 
learned societies, are pro-
vided funds for attendance at 
professional meetings, and 
are requested to make reports 
of suck meetings to appro- • 

11 priate faculty'groups 7.5 ; 6 i X 11 
21. Regular seminars are held in whidb. 

small voluntary groups of faculty 
members meet to exchange ideas 
and consider new research, find-
ings relative to the improvement 
of instructional practices 10 § • • 12 

24. Faculty members are stimulated : 

to do summer travel, to join 
summer field study groupst and 
to accept exchange professor- 1 
ships 10 2.5 : * • # * 

36. An institutional self-study to 
create an appropriate climate 
for good teaching is made 
periodically 10 # * • * * « 

54. ftexiffluffl class size is set up 
in the various fields accord-
ing to optimum for best 
teaching results 12 • * • * • • 

3* A faculty advisor counsels with 
the new faculty member about 
his work and the ways of the 
school 13 * * X ? 

23« Faculty members participate in 
the selection of new faculty 
members 14 6 • • # * 
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Practices & 
iH 
H © 
M 

30# Teachers prepare course 
syllabi for courses they 
teach and make them avail-
able to other instructors 

27• Faculty members are encour-
aged to do research la 
their instructional methods 
and are given time and facili-
ties to do 80 

11* fhe teaching load is adjusted 
.to facilitate a faculty mem-
ber's participation in 
institutional activities 
other than teaching 

14. A seminar workshop type of 
course on problems of college 
teaching is conducted by a 
suitable leader 

38* Provision is made for defining 
objectives of courses in terms, 
at least in part, of outcomes 
which can best be measured 
objectively, and suitable tests 
are then used to measure those 
outcomes 

17• Faculty members visit other 
similar institutions to study 
institutional organization and 
curricula and to observe out-
standing teachers 

19* fher© are demonstrations of 
unusually interesting teaching 
devices and procedures that are 
developed on the campus 

15 

16 

17 

18 

20.5 

20.5 

20.5 

15 

18,5 

10 

10.5 

26 

12 

X 
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TABLE IV--»Continued 
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: 22,5 2J.8 • # 

22*5 • # • * i 

24 * # * * 

25 « • X 

26.5 • * • # i 

26*5 14 « e ; 

28.5 14 • -1 

Practices 

# 
# # & 
r4 
4 
M 

51 

42 

6, 

There is co-responsibility 
for sections of the same 
course 
There are announced minimal 
salaries for the various ranks 
with some indication of the 
rang® of expectancy 

Librarians furnish prepared 
bibliographies, lists of 
references, and other helps 

39- Instructors hold conference® 
with student about teaching 
methods and elasswork 

10. A reduction in faculty time, 
assigned to committees and to 
clerical or semi-administra-
tive duties is made in order 
that staff members will have 
ample time for class prepara-
tion. 

22# Faculty members through com-
mittees or other machinery 
participate in the determina-
tion of policy in such matters 
as salary, tenure, and leaves 

4. Instructional staff members are 
provided copies of a handbook 
containing information about 
the availability of examina-
tions, and methods of 
instruction 

15 

i 
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Practices 
# 

# 
J? 
H 
HI 
© 
M 

12* $he dean or some other desig-
nated member of the adminis tr&~ 
tion assists teachers 1n 
developing more proficiency in 
teaching methods and techniques 

5. Faculty members are provided 
adequate clerical assistance la 
the preparation of class 
materials and carrying out 
routine jobs 

29* The institution provides funds 
for publication of faculty 
research 

20# The institution maintains a 
committee to stimulate and 
assist with research studies 
to determine the relative 
effectiveness of alternative 
instructional procedures 

1®. 

13, 

Faculty members visit one 
another's classes not to 
criticise but to learn and 
share 

k pre-faculty conference is 
devoted to the improvement 
of instruction 

Administrators visit classes 
to observe instruction, and 
have follow-up conferences 
with faculty members to dis-
cuss methods and techniques 
used 

28.5 

30.5 

50# 5 

32 

33 

m 

35.5 

23.5 # # 18 

2.5 

* * 

26.5 

IS. 5 

18.5 

14 

13 

18 
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Practices 

16* Provision is made for the 
anonymous rating of the Instruc-
tor by M s students solely for 
the use of the teacher is 
improving M s performance 

7. Books, magazines» pamphlets, and 
other materials on the improve-
ment of instruction are kept is 
some convenient place for 
faculty us® 

8. Bulletins containing summaries 
of educational research and 
helpful hints on improving 
teaching are circulated regu-
larly among the faculty 

41. The grading system used by each 
instructor is studied carefully 
in the light of the institu-
tional grading policy 

15* Teachers are supplied with and 
requested to use a self-rating 
scale 

32. Talks on the improvement of 
instruction are given by out-
side lecturers who also conduct 
individual and group conferences 

40. Informal conferences are held 
with alumni to receive sugges-
tions concerning teaching 
effectiveness of staff 

ss« 
om 

m 
*rt 

m 

3%5 

5? 

38 

59 

40 

41 

42 

# 
# 

«rl 
r*f 
HI 

# 
* m 
0 

H 
H m m 

23.5 15 

16.5 6 

6 

* # 

10 

•Bank order ( 6 ) . 
*"Essential and valuable means (11). 

***Frequency of occurrence (5). 
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An examination of tlx© preceding table shows that only 

four of the practices are common to all three studies#. 

Thirteen practices are listed in two of the reports* There 

was no identical rank assigned to any two of the practices 

of the study used in this chapter and those of Norris. 

However, it must be pointed out that the Morris study 

included only twenty-eight practices and the check list 

has forty-two. Host of the practices found in the three 

related studies are included in the check list. 

Summary 

This chapter has dealt with replies from 171 institu-

tions in thirty-nine states and the District of Columbia to 

a check list containing forty-two selected practices which 

fall into six larger categories. The check list provided 

three columns to indicate the degree of usefulness each 

institution found in its use of the practices. A fourth 

column was provided to indicate the practices that were not 

used. Any practices not listed among the items were to be 

written and evaluated on the last page of the check list. 

According to the responses of several deans who par-

ticipated in this study» there seems to be a trend toward a 

more receptive attitude among college teachers for advice 

and help of their colleagues. It was found that the 

department chairman was responsible for instruction in his 
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department and for h«lpl^s ̂  faculty meaner* with, their 

teaching problems* The replies showed, that only about one 

half of the institution® have programs designed for helping 

their faculties through individual conferences. 

Professional literature shows that the problem of 

evaluating the instructional program is yet unsolved# the 

old principle that whatever exists, exists in some amount 

and therefore can he measured, is hardly applicable in the 

realm of college instruction. But, as some replies indi-

cated, much is being done in clarifying the objectives of 

instruction and in selecting or devising tests to measure 

student progress toward those objectives. Standardized 

tests are being revised and improved by recognized testing 

agencies. On® of the most significant developments in the 

past few years has been the widespread interest in institu-

tional self-evaluations. Eegional accrediting associations 

are encouraging members of their associations to engage in 

such studies. 

More and more college teachers and administrators are 

reported attending conferences and workshops designed to 

study methods for improving the quality of instruction. It 

is gratifying to learn of this wide interest in the prob-

lems of teaching, but disappointing to find little use of 

the research techniques to determine the relative useful-

ness of different instructional procedures* 
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The practice of granting leaves, with part; salary, for 

advanced study Is accepted aa a very good means tor Improv-

ing college teaching by many of the colleges and 

universities which participated in the study* 

According to the findings reported in this chapter, 

the practice of using self-rating scales is less popular 

among college teachers than th© student rating ©f teachers# 

The use of the ratings in most instance® ia optional* The 

value of both practices is still widely questioned. 

Five practices were reported that were not included 

among the items on the check list. $wo new practices were 

reported: (1) the post-year faculty conference, and . 

(2) the use of sound motion pictures for evaluating the 

teacher in action. 

A comparison of the value indexes of the three cate-

gories of schools shows near agreement of evaluation in 

some of the practices, but varied judgments in others» 

Practices rated high were generally done so by each of the 

three groups. There was general agreement on th© practices 

rated low. 

An examination of the tabulations shows that deans 

rate the practices which they use higher than the ones 

which they do not use. 

fhe fact that the institutions participating in this 

study use practices or devices for improving instruction 

is evidence of widespread interest in good teaching. 
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CHAPTER 17 

APPLICATION OF THE CRITERIA TO THE PRACTICES 

Sin® principles were derived in Chapter II as basic 

criteria for evaluating the practices used for the improve-

ment of instruction. It is not believed that these 

criteria are the only ones that might he used or that they 

are all-inclusive. It is "believed, however, that they are 

important , that they are justified by accepted principles 

and toy statements of leaders In the field of educational 

thought, and that their application may aid in determining 

the significance of different practices used for the 

improvement of instruction. The criteria are restated for 

review and convenience of reference* The statements that 

follow each criterion are for definition and emphasis of 

importance. 

A Review of th® Criteria 

1» Democratic leadership is essential in the 

planning, the promotion, and the implementation of a 

program designed to improve college teaching. 

B. Hopkins (15, p. 369) says that "democracy is a 

philosophy of human relations based on the principle of 

153 
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equal rights and freedom®*" Democracy requires a high 

degree of mutuality* based on the cooperative spirit. 

flie by-products of a democratically administered 

institution as stated by Hopkins ares (1) the breakdown 

of academic barriers, (2) intellectual and emotional 

growth, (3) acceptance of the scientific method, and (4-) 

group cohesiveness (15, pp. 373-37^)• 

2. In a program for the improvement of college 

instruction, there should be created on the campus a type 

of atmosphere which is conducive to faculty growth, 

development, and improvement. 

A program of practices for the improvement of instruc-

tion should seek to create an environment which will be 

conducive to the maximum growth of teachers, afford maximum 

opportunity for helping the vigor of teachers, encourage 

democratic cooperation among the faculty and administrative 

staff, promote effective methods of problem solving, and 

provide maximum opportunity for creative work (18, p. 91)* 

Millard Gladfelter, in discussing the responsibility 

of the administration for satisfactory teaching conditions, 

states that "every circumstance that surrounds and impinges 

upon a teacher's professional life influences the quality 

of hi8 teaching" (11, p. 95)* 

G. A. Weber and others statet w. . • teachers should 

seek to provide an environment whereby all those concerned 
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. . . will find new meaning® in and new significance of 

living, new understanding of forces of the environment 

which, impinges upon men, and new insight into the social 

significance of human behavior" (24, p. 22). 

3# In a program for the improvement of college 

instruction, the college or university should provide for 

a high degree of staff morale* 

James J . Jones (16, pp. 291-292) says that "faculty 

morale is a significant responsibillty that rests mainly In 

the hands of the administrator.* Jones lists the following 

elements as important factors of staff morale: (1) satis-

faction with position, (2) knowledge of what their 

responsibilities are, (3) possession and use of a salary 

schedule, (4) a feeling that a cooperative spirit exists 

among faculty members, (5) a feeling that their grievances 

will be heard, and (6) possession of the privilege of 

freedom of speech. 

Brlggs has said that "the head of a school must him-

self have high morale or he can never develop it in his 

associates. Having morale himself, the school leader is 

challenged to develop it in his co-workers. It is not 

something that can be imposed" (4, p. 148). 

4. Broxyone affected by practices designed to improve 

college instruction should share in the planning and 

decision making with respect to the practices. 
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Collins {6t p. 104) emphasizes that all members of the 

faculty should "be expected to share and be given an oppor-

tunity to engage in institutional duties and 

responsibilities. 

L. D. Haskew and others (14-* pp. 62-68) give certain 

basic policies and generalizations that relate to faculty 

participation, i'h© ones that seem particularly related to 

this principle have been adapted to read as follows: 

(1) Individual and group improvement gained from working 

together is often more valuable than all other outcomes 

combined. (2) All group activities should be so directed 

as to meet the growth needs of individuals. (3) Self-

development and self-improvement activities should be a 

recognised part of the work schedule. (4) The program 

should be constructive rather than remedial. 

5- Each individual participating in a program for the 

Improvement of college instruction should have a feeling of 

security. The programs of the institution should be 

adapted to the needs of the participants. 

According to Adams and Dickey (1, p. 25), security 

means much more than a sense of freedom from danger, fhese 

educators mention adequate salary, teacher tenure, cumula-

tive sick leave, pleasant working conditions, and a sens© 

of belonging as contributing factors to teacher security. 
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Snygg and Combs (21, p. 80) suggest that "what human 

"beings desire most of all Is to have their needs satisfied, 

to be made secure •" 

6. Good staff relations are necessary for efficient 

work of individuals and groups in a program designed to 

improve college instruction. 

The term "cooperation" is frequently used in connec-

tion with staff relations* 

Courtis and others (7, pp. 21-22) identify democratic 

cooperation under these itemsi (1) group consciousness, 

(2) group leadership, (3) functions of status leadership, 

and (4) membership responsibility. 

7« In a program for the improvement of college 

instruction, thexe should he full communication between the 

administration and the members of the teaching staff. 

Guard, in writing about communication in school pro-

grams, says that "good two-way communication between the 

administration and the faculty is most important" (12, 

p. 140). 

Mackenzie and Corey concluded from their study: 

# * * the official leader who wishes to improve com-
munication cannot rely on a simple, direct, factual 
presentation to achieve desired results. Feelings 
so influence the interpretation of facts that these, 
too, must be known and understood (20, p. 68). 
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8. Supervision of faculty members in a program 

designed for the improvement of instruction should be 

based upon teacher participation. 

This study shows that little supervision is done at 

the college level# Some supervision is carried on by 

departmental chairmen, particularly with young instructors. 

Professional literature indicates that the complexi-

ties of modern teaching necessitate good supervision. 

Creative supervision exists where those in charge of this 

function are educators who have the qualities of per-

sonality and preparation that win for them respect by 

their associates because they understand teaching problems 

and know how to work with individuals (1). 

Whiteclaw says that "supervision is the improvement of 

instruction through the promotion of the growth of the 

teacher." He further states that "effective supervision 

achieves the educational objectives of a particular school. 

Xhese objectives are formulated in terms of an underlying 

philosophy" (25, p* 29)* 

9. A program for improving college instruction should 

provide a plan for continuous evaluation and improvement of 

the effectiveness of methods, techniques, and practices 

used. 

N. 0. Beasley believes that "evaluation is an integral 

part of any program designed to Improve instruction." He 
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®ays that "practices must be directed toward long-time 

results if the ultimata goal is to be attained" (3, p. 4-5) • 

Donald M. Mackenzie (19* p» 150) has listed certain 

basic criteria for programs designed for evaluation. 

Briefly stated, they ares (1) realization of a need, 

(2) cooperative planning between the administration and 

faculty, (5) systematic planning, (4) evaluation of all 

activities relating to the institution, and (5) institu-

tional determination of relative values. 

The professional literature examined during the course 

of this study indicates that no single criterion is valid 

for the total judgment of a program or a practice, The 

weighing of the various criteria will have to differ not 

only from school to school hut also in many situations from 

practice to practice. 

An Analysis of the Practice® 

Baaed on the Criteria 

for the convenience of comparison, the practices used 

for the improvement of instruction will be listed under the 

same categories as in the preceding chapter. 

Guidance on Problems of Teaching 

The general attitude of college faculty members toward 

any systematic help with their problems is negative to a 

considerable degree. To render help, except as the 
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lBBtructo? seeks it on his own inlti&tivfi t is resisted and 

felt to be an infringement upon academic rights (10, p, 47), 

{Phis attitude may not be easily understood by the 

academic dean. For example, internship is required in 

medicine and practice teaching under supervision is 

required of public school teachers. It is often difficult 

to understand why college teachers object to using assist-

ance ©f superior teachers in improving their own teaching 

procedures (10). 

Democratic procedures, a good academic environment, 

staff participation, security, proper communication, and 

the development of an appreciation for the Job of teaching 

night remove many of the barriers that block the us© of 

guidance as a means for improving instruction. 

fh® us® of the practices listed in this category as an 

effective means for improving instruction will be indicated 

in the following analyses* It must b® remembered, that the 

particular practice may apply only to one or a few depart-

ment® or even to one or a few teachers in the college or 

university, or it may apply to all the teachers or depart-

ments. 

l£*. — A pre-year faculty conference is 

devoted to the improvement of instruction. 

An examination of this practice as it is stated and 

the application of the criteria, particularly those dealing 
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with democratic procedures and staff moral®, indicate the 

practice a poor means for improving instruction. This con-

clusion agree© with the Judgment ©f the deans using the 

practice. 

Bow#verf the practice could he considered a good means 

if it were well organized and well conducted* and if the 

faculty came hack to the campus a few days willingly. The 

faculty must enjoy the conferences and feel that they 

profit from the experiences. Pre-year faculty conferences 

might tend to impress on the faculty that the school is 

interested in cooperative planning for better instruction, 

and might provide a large amount of growth experience when 

planned in harmony by the teachers themselves. These 

activities are more likely to represent the felt need of 

the teachers when these arrangements have been followed 

(5, PP. 209-210). 

Practice jo. £•—-A faculty advisor counsels the new 

faculty member about his work and the ways of the school. 

It has been pointed out that it is ,}ust as important 

for the new faculty member to be oriented to the institu-

tion as the new student. Orientation sessions for new 

faculty members may be used to build morale, aoquaint them 

with institutional resources, and put emphasis upon teach-

ing for the sake of the whole college. Careful attention 
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t© welcoming and guiding now faculty members pays high 

dividends (10, p. 50)* 

This practice seems to conform most specifically to 

the following criteria: democratic leadership* morale, 

security and needs, staff participation, and supervision. 

It rates, according to these criteria, as a very useful 

means for the improvement of instruction, fh® deans par-

ticipating in this study rated the practice as a very 

valuable device. 

Practice Ko> 12«—The dean or some other designated 

member of the administration assists teachers in developing 

wore proficiency in teaching methods and techniques. 

This practice places the dean or the designated person 

in a position of authority. Democratic leadership is not 

likely to be present in the situation, staff participation 

is lacking, and an atmosphere of uncertainty and uneasiness 

may be developed. A faculty that is afraid does not 

improve the quality of performance (10, p. 48). 

This practice is used in several Institutions partici-

pating in this study, but it is rated low as a desirable 

device for improving college teaching. 

Practice No. 13.—Admini strators visit classes to 

observe instruction, and have follow-up conferences with 

faculty members to discuss methods and techniques used* 
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This practice is similar to the on© stated above. 

According to the criteria this practice would not be a very 

desirable means for improving college instruction, 

"Regardless of who the officer is . • . in no group do the 

majority . * « report such visiting very useful" (10, 

p. 48). Seasons stated under the above practice are 

applicable to this one* 

Practice 3fo» 18.—Faculty members visit one another's 

classes, not to criticize but to learn and share. 

This practice is commonly called observation of 

superior teaching. To make such visitation most effective, 

preliminary planning is essential* It ©alls for a selec-

tion of the superior teachers to be observed. Sometimes it 

may be difficult to identify the strengths needed by the 

observer* If this practice is used, it should involve con-

ferences between the persons involved before and after the 

observation. When conditions requisite for effective 

observation are more fully met, the practice will be 

regarded more generally as "very useful*" Some steps 

should be taken to facilitate this development (1, 10). 

Based on such factors as feeling of security, confi-

dence in the teacher observed, and available time, this 

practice is rated doubtful as a device for improving 

instruction, not by the criteria alone but because of the 
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difficulty of its implementation. This statement is in 

agreement with conclusions reached in the preceding 

chapter# 

Practice lo. 30.--Teachers prepare course syllabi for 

courses they teach and make them available to other instruc-

tors. 

Sometimes the preparation of course syllabi are 

administrative requirements, but used little as a teaching 

device. It is generally thought that there should be more 

emphasis upon the diversity of ways in which each faculty 

member can work out his own way of teaching hie courses. 

If properly used, course syllabi may be very useful to the 

beginning teacher. 

The use of this practice would help in meeting needs 

of the inexperienced teacher, aid in evaluation by compari-

son, and furnish a means for communication. It is used by 

more than one half of the schools responding to this study, 

and it is Judged by academic deans as an effective means 

for improving college instruction. This conclusion is also 

verified by the related studies. 

Practice Mo. 31.—There is co-responsibility for sec-

tions of the same course. 

According to reports of deans cooperating in this 

study, it is a common practice in multi-section courses for 



16? 

teachers to share the responsibility of teaching them. 

Conferences for sharing experiences in these courses have 

real value in that they may lead to improvement in teaching 

procedures. Teachers are "brought closer together "because 

of common interests,' thus building "better staff relation-

ships* 

The us© of this practice provides for some communica-

tion, promotes staff participation* builds morale, and 

creates a feeling that services are needed. Since this 

practice is a common institutional policy, it has not been 

included in the proposed program. Its use, however, is 

recommended, 

Svaluatlag the Outcomes of Instruction 

Adequate means for measuring the outcomes of instruc-

tion or educational practices have not been devised. Every 

practice, if means were available, should be evaluated in 

terms of its success in bringing about desired outcomes* 

One reason for the lateness in developing adequate 

evaluating instruments is the difficulty of agreeing upon 

the outcomes to be achieved, and defining them in teas 

that may be reliably measured (10, p. 51)• 

Practice Ho* «£.—An institutional self-study is made 

to evaluate the quality of teaching. 
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If an institutional self-study is mad© through demo-

cratic leadership\ if the teachers participate in the 

planning, implementing, and evaluating; if the teachers are 

mad# to feel secure and that their services are needed, 

then this practice might he aa excellent means for improv-

ing instruction (22, p. vi). 

fhe deans who use this practice rank it very high as 

an effective means for improving college teaching, Seports 

from institutions that have conducted self-studies speak 

highly of the practice# fhe University of Mississippi, 

Middle Georgia College, Southwestern at Memphis, and Tulane 

University are a few of the institutions that have made 

official reports* 

Practice jfo« 20*-—fhe institution maintains a commit-

tee to stimulate and assist with research studies to 

determine the relative effectiveness of alternative 

instructional procedures* 

All departments, not only in education, should be 

encouraged to do research in their instructional methods. 

JSvery faculty member should willingly render such com-

mittee service as suits his abilities and training. But 

he should not b© overloaded because of his willingness to 

serve (10, p. 58). 

fhis practice should tend to improve the academic 

atmosphere and promote faculty cooperation. The criteria, 
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tfe® judgment of the deans participating in tbis study, and 

the related studies indicate that the practice is only a 

fair means for improving instruction. 

Practice No, 38»--Provision is mad® for defining 

objectives of courses in terms, at least in part, of out-

comes which can he measured objectively, and suitable tests 

are then used to measure those outcomes. 

The following statement was derived from a few com-

ments of the deans who cooperated in this study* If the 

objectives of a course can b® defined objectively and if 

suitable tests are available to measure the outcomes objec-

tively, then this practice might have validity as a means 

for improving college teaching* 

In light of the above statement, it was not thought 

practical to recommend the practice. Some of the deans who 

use the practice rated it a fair means for improving 

instruction. 

Practice Ko» 39.—Instructors hold conferences with 

students about teaching methods and classwork. 

An examination of this practice, in terms of the cri-

teria, indicates that few of the principles could be 

positively applied to the practice. Therefore, the prac-

tice would not be rated as a very useful means for 

improving college teaching. 
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Practice ffo» 40.--Informal conferences are held with 

alumni to receive suggestions concerning teaching effec-

tiveness of staff, 

lot isuch. can be said to support this practice. There 

is no evidence that it builds staff morale or adds ffiuch to 

the feeling of security# The criteria indicate that this 

practice would be of doubtful value as a means for the 

improvement of college instruction (10, p. 64), This prac-

tice was rated least in value by the deans participating in 

this study. 

Practice Mo. 41.—The grading system used by each 

instructor is studied carefully in the light of the insti-

tutional grading policy. 

Many accrediting associations require that institu-

tions make periodic reports of their grade distributions* 

Several of the deans stated that their institutions make 

semester grade distribution reports to their faculties. 

Some schools have defined patterns for teachers to follow 

in determining students' grades# One study indicates that 

this practice has little effect on the individual teacher's 

grading system or his instructional methods• 

An examination of this practice in light of the 

related studies and the application of the criteria dealing 

with staff participation, security and needs, and morale 
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Indicate that the practice is of little use as a means for 

improving college instruction. The judgments of deans who 

use the practice agree with this conclusion. 

3 

Professional Development of the Faculty 

Ho particular pattern can he recommended since the 

nature and extent of devices designed for professional 

development will vary with individual institutions* The 

institution as well as the faculty member is responsible 

for the individual continuing his educational improvement• 

The attitude of the faculty member toward self-improvement 

is just as important as that of the administration if the 

practices designed for this purpose are to be achieved. 

The achievement is contingent to a large extent on how 

successful Individual faculty members are in helping their 

colleagues to grow. Such an approach helps to give 

teachers the psychological necessities—a feeling of 

belonging and a sense of security—which are requisites 

for professional growth (10* p. 60; 2» p. 6). 

fractlce No» 14,—-A seminar or workshop type of course 

on problems of college teaching is conducted by a suitable 

leader. 

Courses of this nature may suffer from one inescapable 

limitation: that of available time. 
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Courses of this nature should be democratically 

planned and the faculty members should have a part la the 

selection of the leader. Required attendance would have a 

tendency to lower faculty morale. 

In light ©f the above statements' and the application 

of other criteria, it is doubtful if this practice should 

be included in the proposed program. However, it was 

listed as a very valuable administrative device for improv-

ing instruction in one of the related studies* 

Practice Io» 17.—Faculty members visit other similar 

institutions to study institutional organization and cur-

ricula and to observe outstanding teachers• 

Providing qualified substitutes, providing travel 

funds, selecting teachers to make the visit and the ones to 

be visited are limiting factors relating to the practical 

implementation of this practice (10, p. 49)# 

Because of the limiting factors stated above, it did 

not seem advisable to include the practice in the proposed 

program designed for improving instruction. 

Seventy-three deans reported that their institutions 

participate in this practice# It was rated a fair means 

for the improvement of college instruction. 

Practice Ho* 19.—There are demonstrations of unusually 

interesting teaching devices and procedures that are 

developed on the campus. 
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flie success of this practice, it is believed, depends 

upon voluntary attendance, available time, and an emotional 

climate conducive to free examination and exchange of 

views. In light of these implications* it seems that the 

inclusion of this practice in a proposed program would not 

be practical* Only fifty-one of the 171 schools partici-

pating in the study utilize the practice. 

Practice No* 21«—Regular seminars are held in which 

small voluntary groups of faculty members m©et to exchange 

ideas and consider new research findings relative to the 

improvement of instructional practices* 

This practice provides for the expression of ideas and 

skills to others, stimulates further development, and 

spreads knowledge* 

Voluntary participati on indicates faculty interest and 

increases the likelihood that each can play a positive 

role. The right of the individual to choose is respected 

in such activities (10, p. 60). 

This practice, according to the criteria, is a good 

and valuable means for improving college instruction. This 

conclusion is verified by related research and by the deans 

who participated in this study. 

Practice lo. 24.—Faculty members are stimulated to do 

summer travel, to join summer field study groups, and to 

accept exchange professorships. 
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Travel and summer field study participation provide 

many of the needs—-physiological and psychological—of 

faculty members, Int@r~institu.tio.iial exchange of profes-

sors, when meed in favorable conditions and planned to 

afford opportunity for development, say fee very useful in 

improving the quality of a faculty member's teaching. 

This practice is widely used by the institutions that 

took part in this study. Deans thought that the practice 

was a good device for the improvement of college Instruc-

tion. 

Practice No. 25.—Leaves of absence with full salary, 

for some period of time, are provided for scholarly work 

and research# 

The value of sabbatical leaves is being questioned 

since there are instances that in some institutions where 

it is in effect the faculty members are not making use of 

it. It has been reported in other institutions that this 

is because of the lack of flexibility in existing provi-

sions. The provision for short leave on full pay is 

gaining popularity (2, p. 171). 

The opinions of deans participating in this study, 

related research, and the criteria indicate this practice 

as an excellent means for improving college and university 

instruction. 
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Practice No. 26.—Staff members are encouraged to 

accept membership in learned societies, are provided funds 

for attendance at professional meetings, and are requested 

to make reports of such meetings to appropriate faculty 

groups. 

Professional organizations hold an important place in 

American education. They are numerous and influential. 

The college teacher needs to hold active membership in 

organizations of his specialty, attend their meetings, and 

take an active part in their functions. The administration 

should encourage attendance at and participation in profes-

sional meetings by providing travel allowances (5» P» 287), 

This practice is a good means for improving instruc-

tion according to such criteria as providing for faculty 

growth, needs, and communication, the deans using the prac-

tice, and the related literature examined. 

Practice fo. 32»—Talks on the improvement of instruc-

tion are given by outside lecturers who also conduct 

individual group conferences. 

The needs for a practice of this kind differ from 

situation to situation. Lecturers may be helpful in 

instilling inspiration and lending authority where needed. 

The need for this service should be felt by the faculty. 

The instructional staff should have a part in selecting the 

person who is to give the lectures (10, p. 49)• 
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An examination of this practice in light of the cri-

teria dots not justify its inclusion la the proposed 

program* The practice is rated very low» forty-one, by the 

deans who have had experience in using it. 
<4 

Methods of Teaching and Instructional Materials 

It has been said that a college is no better than its 

teaching staff, and that the instruction is no better than 

the techniques and methods used* It is important that col-

leges and universities be alerted to the importance of 

encouraging better teaching methods• Better teaching pro-

cedures may be motivated through the leadership of the 

academic dean (2, pp. 68-69)» 

Proper instructional materials and good working con-

ditions help build faculty morale* The teacher's 

environment impinges upon his professional life and influ-

ences the quality of his teaching* The relative importance 

of some of the conditions under which he teaches varies 

with age and experience (2), 

Practice No» 4.—Instructional staff members are pro-

vided copies of a handbook containing information about the 

availability of instruct!anal aids, suggested types of 

examinations and methods of instruction. 

Such a handbook may be a valuable reference» but as a 

valuable practice for the improvement of instruction it 
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rates low according to the deans1 evaluation* The practice 

as stated doss not satisfy the condition* In the criteria 

relating to staff participation, security, and faculty 

relations. 

Practice No* £*—Faculty members are provided adequate 

clerical assistance in the preparation of class materials 

and carrying out routine jobs* 

The instructor is worthy of clerical assistance In 

carrying out routine jobs. For example, help should be 

available for stencil cutting and mimeographing* The 

teacher's requisitions for necessary supplies should be 

acted upon with promptness* "It Is considered sound 

financial as well as educational practice for an institu-

tion to provide its teaching staff with adequate assistance 

in handling routine and clerical detailsn (2, p. 181). 

Academic deans rate this practice low as a means for 

improving instruction, but the criteria and professional 

literature indicate it a valuable means for this important 

function. 

Practice lo» 6.--Librarians furnish prepared 

bibliographies, lists of references, and other helps* 

It is believed that teaching is facilitated where 

librarians are prepared to furnish instructors with 

bibliographies, lists of references, and other helps in 
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their special fields# Prompt service in securing inter-

library loans is also beneficial (2, p. 126). 

The value of this practice is governed by the use the 

faculty member makes of the service# Application of the 

criteria to the practice Indicates that it could be a help-

ful means toward improving college instruction* This 

practice was not listed as a valuable device in the related 

studies# 

Practice So* 2*—Books, magassines, pamphlets, and 

other materials on the improvement of instruction are 

kept in some convenient place for faculty use. 

The faculty library committee may designedly procure 

current books on teaching. Teachers may be encouraged to 

read the books and articles on the teaching profession. 

If faculty members are too busy because of heavy service 

loads, they will not have or take time to read the 

materials. 

Good Judgment would not discourage such a service, 

but the criteria and Judgment of deans question its value 

as a practical means for improving instruction. 

Practice No. 8.—Bulletins containing summaries of 

educational research and helpful hints on improving teach-

ing are circulated regularly among the faculty* 
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This is a repetition of the preceding practice, except 

the materials are circulated. It is believed that the 

value of the practice and. its us© are about the sane as 

that stated above# 

Practice Ho» %—Materials of and facilities for 

instruction are supplied in line with special needs and 

requests of teachers* 

The criteria and the widespread use of this practice 

show that it is an imperative device and a very valuable 

means for improving instruction (2). 

Practice No» 10.—A reduction in faculty time assigned 

to clerical or semi-administrative duties is made in order 

that staff members will have ample time for class prepara-

tion. 

Good administration will recognise that the instruc-

tional program is the most important function of an 

institution of higher learning. If the instructor gives 

too much time to other duties, his class instruction will 

suffer for lack of proper preparation. This practice is 

not recognized by academic deans as a valuable device for 

the improvement of Instruction (26, p. 196). 

Since the practice meets the requirements of good 

administration and many of the conditions stated in the 
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criteria, it is recommended that it be observed as as 

administrative policy. 

Practice lo» 11.—The teaching load is adjusted to 

facilitate a faculty member's participation in institu-

tional activities other than teaching. 

The determination of equitable teaching load® for 

faculty members is a matter requiring solution and adjust-

ment within each institution. In evaluating service loads 

the teaching assignment of a faculty member should he 

recognized in relation to other institutional duties he 

performs (26). 

This practice, according to the criteria, the deans 

participating in the study, and related research, is a 

valuable device for improving college instruction. 

Practice Ho, 27.-—Faculty members are encouraged to do 

research in their instructional methods and are given time 

and facilities to do so. 

Careful experimentation requires time and energy. 

Professional growth related to the use of new ideas and 

techniques advances whenever the personnel is given time 

and facilities to experiment (10, pp. 58-60). 

It is believed that the criteria support this practice 

as being a good means for improving instruction. The 

opinions of the academic deans participating, professional 
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literature, and the related studies agree with this con-

clusion. 

Practice Mo* 34.—Maximum class size is set up in the 

various fields according the optimum conditions for best 

teaching results. 

Some educators believe that mere class size has little 

significant influence on educational efficiency. Experi-

mental evidence does not provide a clear-cut answer to the 

class size issue$ the general trend of evidence places the 

burden of proof squarely upon the proponents of small 

classes. 

It is generally agreed that class size should be 

limited in certain areas, for example, English composition, 

science laboratories, and foreign language. It is often 

difficult to define maximum class size in relation to 

optimum teaching outcomes. 

It is thought that this practice embodies most of the 

conditions required by the criteria. This practice is a 

valuable means for improving instruction according to the 

academic deans who use it. It was not listed as a highly 

valuable device in the related studies. 

Practice Wo. 36.—An institutional self-study designed 

to create an appropriate oliraate for good teaching is made 

periodically. 
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The conditions surrounding faculty members have a 

major influence upon the quality of their teaching and 

research. The process of providing a good academic climate 

should not he left to chance. An effort must he made to 

examine the existing conditions and to remedy weaknesses 

wherever found (2, p. 164). 

This practice, according to these criteria—develop-

ment of the faculty, staff morale, faculty participation, 

staff relations, communication, supervision, and evalua-

tion*—is a good means for improving college teaching. 

Deans participating in the study concur with this conclu-

sion. 

Rating College Teachers 

College teachers are rated in some manner. The selec-

tion of a teacher from several candidates, the promotion of 

teachers to a higher rank, and the assignment of faculty 

members to various duties call for rating the teacher. The 

question arises, how can the rating be done most fairly and 

with the best effects on all persons concerned? 

Some institutions make use of faculty committees to 

supplement the judgments of department heads and academic 

deans. Many listen to comments of students and alumni. 

There has grown up considerable interest in the use of 

two devices for rating teachers: self-rating schemes and 

rating by students (10, p. 61). 
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Practice Ko» 15.—Teachers are supplied with and 

requested a self-rating scale. 

An atmosphere of freedom is necessary for frank and 

penetrating self-rating. A critical self-rating might help 

in disturbing the complacency which a faculty member has in 

and toward his work. It is generally agreed that self-

rating should not be required but should be used on a 

voluntary basis (10, p. 62)• 

This practice, according to the criteria, is a poor 

device for improving instruction. The judgments of the 

deans participating in this study and the findings reported 

in related studies support this conclusion. 

Practice No. 16.—Provision is made for the anonymous 

rating of the instructor by his students, solely for the 

use of the teacher in improving his performance. 

According to professional literature, student ratings 

of faculty members might be more successful if care were 

used to distinguish between those things on which the 

students* ratings are valid and those concerning which 

students do not have sufficient basis for making Judgment. 

According to the criteria, the opinions of the deans 

using the device, and the findings reported in the related 

studies, this practice is not recommended as a good means 

for Improving instruction. 
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Practice No. 55. —~Department heads evaluate their 

teachers and discuss teaching responsibilities with, the®* 

Hot many teachess lite to be evaluated, and many find 

it difficult, if not impossible, to work freely with the 

person responsible for periodically rating them. A con-

ference with the department head, during which the 

teacher's professional needs are discussed and he is 

encouraged to suggest his own program for improving his 

teaching, is quite different from the usual evaluation 

(23* p. 116)• 

(The criteria and professional literature indicate that 

the second part of the practice would be a valuable means 

for improving the instructor*s teaching (5* P» 199). The 

deans participating in the study have the same opinion. 

Administratlve Practices Used to Stimulate (, 

the ^blleke'llWch, er 

Most of the following practices are of first 

importance. For example, without the display of interest 

on the part of the academic dean and other administrative 

officers, none of the other practices are likely to be used 

effectively. The administration wants better teaching, but 

many are not very stimulating in bringing about the very 

improvements they want (2, p. 181| 10, p. 65). 
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Practice No» 22*—Faculty members through committees 

or other machinery participate in the determination of 

policy in such matters as salary, tenure, and leaves* 

Professional literature states that those who will he 

directly affected by the results of a policy should have a 

share in making the policy. The faculty of a college 

should assume administrative responsibility in those areas 

in which they are most concerned and to which they are able 

to contribute most effectively* 

Deans do not rate this practice very high as a means 

for improving instruction, but according to the following 

criteria: democratic procedures, morale, security, staff 

relations, and communication, the practice is a good device 

for improving the instructional program of a college. 

Practice !o* 23*-—Faculty members participate in the 

selection of new faculty members. 

One of the most significant problems confronting 

institutions is the selection and retention of capable 

faculty members. The faculty's participation in this moat 

difficult task might result in at least a partial solution 

to the problem (26, pp. 1-19)* 

The criteria indicate this to be a very valuable means 

for the improvement of the instructional program of an 

institution. The 129 deans who use the device rank it 

fourteenth in value. The finding as reported in a related 
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study places it eighth as a means for imp roving college 

instruction. 

Practice No. 28.—The school*• policy concerning pro-

motion, public recognition, and special pay provides for 

and acknowledges superior teaching. 

Generous recognition for good teaching and faculty 

services is an important factor in faculty morale# To many 

it is the greatest of all incentives (36, p. 20). 

Professional literature indicates that institutions 

should have some method for recognizing the good and 

scholarly teacher in a manner supplemental t© the usual 

recognition by increase in salary and rank. Letters of 

appreciation for extra services and for notable accomplish-

ments can often be a simple way of attaining this 

objective# 

This practice meets most of the requirements of the 

criteria for being an excellent means for improving college 

teaching. The college deans participating in this study 

rank the practice as number one. It was listed as a valu-

able device for improving instruction in the literature 

examined. 

Practice lo. 29.—The institution provides funds for 

publication of faculty research. 
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College administrative officers can do more, perhaps, 

than they have done to emphasize their interest in faculty 

research. Frequently a small grant for reprint® or for 

bringing to conclusion a piece of research will stimulate 

faculty interest and participation in research# few pro-

fessional Journals charge for the publication of research# 

fhe practicality of using this practice and the appli-

cation of the criteria indicate that it would not he of 

much value as a means for improving instruction. The 

opinions of the deans using the practice support this 

conclusion. 

Practice Ho. 35.—Freedom of thought and expression 

within the area of his field is guaranteed each faculty 

member. 

Upon every academic dean rests the responsibility to 

maintain within his educational community a climate favor-

able to the search for and the expression of truth (2, 

p. 16?). 

fhe criteria, the Judgment of deans, and the 

importance that accrediting associations place on academic 

freedom, indicate the importance of this practice. 

Practice No. 37. —-Administrative care is exercised to 

enlist constantly the best teaching efforts of faculty 

personnel, * # 
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Application of the criteria to this practice shows it 

to be an excellent means for the improvement ©f instruc-

tion. Deans participating in the study rank it third in 

value as a means for promoting better college teaching 

(2, p. 181j 26, p. 37). 

Practice ffo. 42.—There are announced minimal sala-

ries for the various ranks with some indication of the 

range of expectancy. 

The importance of an adequate salary as a morale 

factor is widely accepted# numerous reports" have been made 

regarding salary schedules# Eecomraended minimum salaries 

for each of the various ranks have been proposed* Most 

accrediting agencies require their members to meet stated 

minimum salaries for each faculty rank. These agencies 

recommend that institutions publish their salary schedules 

and make them available to their faculty members (2, 26)* 

The criteria indicate that this practice as it is 

stated would not be of much value as a means for improving 

instruction. The deans who participated in the study agree 

with this conclusion. The practice was not recommended in 

the related studies. 

A Proposed Program for Improving Instruction 

It seems desirable to view the purposes of a program 

designed for improving college instruction before giving an 
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outline of the program* This procedure places the oon-

sl deration in proper perspective and suggests the goal® 

which the progr&u'should serve. 

.Purposes of the Program 

1. Institutions preparing students for college teach-

ing are not turning out an adequate supply to meet.the 

demands caused by sharply increased student enrollment* 

therefore, many college teachers being employed do not have 

the ©acperleno® and professional training desired. So off-

set this deficiency in training and experience, the use of 

practices for improving their teaching should help thea 

(10, 26). 
2. Another purpose of a program designed for improv-

ing college' instruction is to help teachers already in 

service, regardless of the professional level attained by 

them <5, p. 182). 

3* One purpose of the practices used to improve 

instruction is to help the teaching staff to assume a pro-

fessional attitude* A state which the participants reach 

when their efforts are self-generated is desired (23, 

pp. 235-244). 

4. It has been pointed out that a program for the 

improvement of instruction should be continuous. There-

fore, this purpose constitutes an elimination of the cycles 
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of great activity ia improving instruction followed by 

periods of inertia. 

5, Professional literature indicates that on© of the 

most unsatisfactory developments in the field of higher 

education is the difficulty of implementing a program that 

intends to recognize and promote teachers on the basis of 

their ability to teach and woxfc with students and col-

leagues* Therefore, this purpose is to make provision for 

the acknowledgment of the superior teacher. 

6. Another purpose of a program for improving 

instruction is to improve the program itself. The prac-

tices can be improved if the program is conducted in a 

diagnostic manner. The academic dean and others charged 

with the responsibility of the program should be constantly 

on the alert for new devices and new ideas which might 

improve it. When those in charge of the program are will-

ing to listen and profit from suggestions and new ideas, 

the quality of teaching will be greatly improved (23, 

p. 81). 

7* A program of practices used for improving college 

teaching will produce a cleared picture of the types of 

competence that are desired. The results will furnish 

information which should be of interest to institutions 

that offer or plan professional courses in the improvement 

of college teaching# 
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8. Tiie last purpose in this list is that of improving 

the services for the learner# The improvement of teaching 

is important only as it reflects in better services for the 

students* The test of the effectiveness of the program Is 

the quality of learning experiences the student has (2, 

p. 63). 

These eight purposes provide an operational defini-

tion. As such, they should be kept in mind by the academic 

dean and others who undertake to use selected practices for 

the improvement of college and university instruction. The 

final evaluation of the program, in turn, rests on the 

degree to which these purposes have been met. 

4 PgQftram for Improving Instruction 

The task of outlining a suggested program for the 

improvement of college teaching must be approached in the 

spirit of providing a place of departure• Such an outline 

can serve this purpose only as it is used to determine 

practices for each Individual institution. The program 

which follows is made in the light of this spirit. 

Colleges and universities which are interested in 

improving instruction will profit by identifying and study-

ing the specific problems which are to be attacked. This 

procedure must involve a maximum of faculty participation 

so that all aspects of the program will be fully understood 
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by the faculty* and so that they will recognize in advance 

the significance of the practices they are undertaking ($» 

pp. 57-60). 

If the purpose® for a program ©f practices designed to 

improve instruction are to he attained, it is believed that 

the success of the program depends upon* am Interested and 

democratic leadership% a campus atmosphere conducive to 

faculty growth, development, and improvement; a high degree 

of staff morales maximum, staff participation! a feeling ©f 

security on the part of the participants and a felt need . 

for their services; good staff relations? full communica-

tion? and continuous evaluation ©f the outcomes of the 

practices. 

The selection of the following practices for the pro-

gram is based on an analysis of the practices and applica-

tion of the criteria. In most oases the selection agrees 

with the analysis made in the preceding chapter and with 

findings reported in educational literature. No attempt • 

is made to list the practices in order of their importance. 

1. A faculty advisor should be selected to counsel 

the new faculty member about his work and the ways of the 

school. 

2. Teachers should prepare outlines of the courses 

they teach and share them with interested instructors. 
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J5. A self-study should be mad® to evaluate the 

quality of the Instructional program and to promote an 

appropriate climate for good teaching# 

4* Seminars should b© held for small voluntary groups 

of faculty members so that teaching ideas may be exchanged 

and other matters relating to.the improvement of instruc-

tion may be discussed. 

5. Faculty member® should be encouraged to do summer 

travel, to join field study groupst and to accept exchange 

professorships. 

6. Leaves of absence with full salary for short 

periods of time should be provided for scholarly work and 

research. 

7. Faculty members should be encouraged to accept 

membership in learned societies and provided funds for 

attendance at meetings. 

. 8. Faculty members should b® provided adequate 

clerical help in the preparation of class materials and 

carrying out routine jobs. 

9» Materials and facilities for instruction should be 

supplied in line with special needs and requests of faculty 

members. 

10. She faculty member's teaching load should be 

adjusted to facilitate his participation in institutional 

activities. 
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11# Paculty members should be encouraged to do 

research la their instructional methods and given time 

and facilities to do so. 

12. Class size should be adjusted in the varioua 

fields to provide for best teaching results# 

13# Department heads should discuss teaching 

responsibilities with their faculties* 

14, Faculty members should participate in the deter-

mination of institutional policies that affect them. 

15* faculty members should participate in the selec-

tion of new faculty members# 

16# The school should make provision for public and 

individual recognition for superior teaching# 

17# Freedom of thought and egression within the area 

of his field should be guaranteed each faculty member# 

18# The administration should encourage and enlist 

the best teaching efforts of the faculty personnel# 

The Role of the Academic Bean in the Progj 

The role of the academic dean in promoting and imple-

menting the practices used for improving instruction has 

been discussed only briefly in the literature examined. 

Haas, in discussing the importance of leadership of 

the academic dean in teachers* college®, says: 

The effectiveness of an institution of learning 
is seldom greater than its leadership# The atmosphere 
created by the administration is a major factor 
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contributing to the general moral® of faculty and 
students. ©lis, in turn, determines in a large 
measure the quality of teaching, the scholarly 
endeavor • • • (13* p* 134}« 

In the American college the offie® ©f academic dean is 

a creation of recent decades* The involvement of the 

president with business matters on the campus and with 

public relations away from the school brought about the 

need for a dean (13» p« 134). 

"Sole,w as used in the title of this study, means an 

aggregation of parts which the academic dean portrays. 

This leads to the need for understanding at least the 

characteristics of the role assumed by the dean in his 

relation to the instructional program of the institution. 

The attention given to his role is influenced by the 

attention the dean must give or chooses to give to other 

roles. 

Haas says % 

The role of the dean in a particular college 
program is affected by a number of factors, including 
the philosophy of education and administration which 
prevails in that institution, the characteristics and 
qualities of the person concerned, and the number and 
type of other administrative officers on the campus 
(13, p. 136). 

In his study of The Internal, Admlai strati on of the 

Liberal Arts College« Kinder derived seventeen guiding 

principles of administration. Of these, four seen par-

ticularly pertinent to the role of the academic dean* 
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1. Administration exists for the purpose of 
enabling the institution to carry out its aim® and 
policies . . . . 

2. Administration should provide for a high, 
degree of staff moral® . • . • 

5» Each member of the staff * • • should be 
given a clear definition of its functions . • . . 

4# The faculty should be considered the legis-
lative body . . . in academic matters (17# PP* 84-
13?). 

The following conception of roles of the academic dean 

in a program for improving college instruction has been 

adapted from the report of a three-year study made by 

Mackenzie, Corey, and others (20) in the Denver secondary 

schools: 

1. The dean cooperates with the instructional staff 

in identifying mutually accepted goals. 

2. The dean stimulates individual and cooperative 

decision, action, and evaluation. 

3. The dean develops a favorable campus climate. 

4» The dean guides the faculty toward greater self-

direction. 

5« The dean helps individuals and groups maintain 

perspective. 

6. The dean provides individuals and groups with 

needed guidance and resources, 

7. The dean coordinates the efforts of the staff. 

8. The dean implements effectively the responsibili-

ties for action that have been accepted by the staff 

members (20, p# 47). 
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Summary 

This chapter has dealt with (1) a review of the cri-

teria proposed la Chapter II, (2) an analysis and evalua-

tion of the practices stated in Chapter III, and (?) a 

proposed program for the improvement of college instruction* 

The nine principles derived as criteria for evaluating 

the practices used for the improvement of instruction were 

reviewed and further documentation was made of each# The 

criteria were applied to each of the practices listed in 

the information schedule which was used in this study# 

Then a comparison was made of the results of this evalua-

tion with the findings reported in the preceding chapter. 

In most cases there was close agreement between the two. 

From the analyses and evaluations, eighteen practices 

were selected as valuable means for the Improvement of 

instruction# These compose the proposed program which 

might be used by academic deans for improving instruction 

in their institutions# In summary* this program includes 

the following items: (1) counseling new faculty members, 

(2) use of course syllabi, (3 ) institutional self-studies, 

(4) voluntary group seminars, (5) summer travel and study, 

(6) leaves for advanced study, (7) membership in learned 

societies, (8) adequate clerical help, (9) materials and 

facilities for instruction, (10) adjustment of teaching 

load, (11) encouragement of faculty members to do research, 
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(12) limitation of class sis©, (15) help through, faculty 

counsel, (14) faculty participation in determining insti-

tutional policies, (15) faculty participation in selection 

of teaching personnel, (16) recognition of superior teach-

ing* (17) academic freedom, and (18) administrative concern 

for improving instruction. 

Oertain purposes for a program designed for the 

improvement of instruction were proposed for providing an 

operational definition. They are; (1) to help the 

experienced as well as the inexperienced teacher, (2) to 

help the faculty to assume a professional attitude, ($) to 

eliminate periods of inertia, (4) to promote democratic 

leadership and faculty participation, (5) to acknowledge 

superior teaching, (6) to improve the program itself, 

(7) to furnish useful information to other institutions, 

and (8) to improve the services of the learner. 

It was stated that each dean's role is custom-made, by 

his environment and his own choices, fhe role ©f the aca-

demic dean in the improvement of instruction is (1) to 

cooperate with the Instructional staff, (2) to stimulate 

individual and cooperative behavior, (5) to develop a 

favorable climate for faculty effort, (4) t© guide the 

staff toward greater self-direction, (5)'to help indi-

viduals and groups maintain perspective, (6) to provide 

needed guidance, (7) to coordinate efforts, and (8) to 

implement responsibilities for faculty action. 
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CHAPTER ¥ 

SUKMABY, CONCLUSIONS, AMD BECOKMEETDATIONS 

Chapter I introduces the study and states the probl®*, 

suggests the sources and procedures for treatment of the 

data, and summarizes related studies. Chapter II discusses 

the need for criteria to evaluate practices that are used 

for the improvement of instruction, explains the methods by 

which the criteria were formulated in this study, describes 

the process for securing their validation, and states the 

criteria# Chapter III describes the procedure® used for 

developing the instrument that was employed to obtain the 

deans* judgments of practices used in their institutions 

for improving instruct!on, reports on the responses 

received from the institutions selected for this study, 

and analyzes these responses. Chapter IV deals with the 

application of the criteria to the practices and proposes 

a program for the improvement of instruction based on the 

findings of this study. 

Summary 

She improvement of college teaching is one of the most 

significant problems facing higher education today. This 

problem has been recognised for several years, but the 

202 
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progress toward Its solution has beta small# Within the 

past twenty-fire years, several studies have been made with 

the view of identifying the specific areas in which 

improvement is needed and devising and evaluating practices 

and procedures to meet these needs. 

One need has been a set of valid criteria for evaluat-

ing the various practises advocated for the improvement of 

instruction in colleges and -universities# Sine criteria 

were derived id thin psychological, sociological, and demo-

cratic frames of reference and were validated by related 

research and statements of leaders in the field of educa-

tional thought# Overlapping in the criteria waa inevitable* 

"but they were designed to touch the practices in their 

entirety# However, it is not claimed that the criteria are 

all-inclusive, fhe following principles were selected as 

basic criteria for evaluating the practices used by aca-

demic deans for improving instruction. 

1# Democratic leadership is essential in the plan-

ning, the promotion, and the implementation of a program 

designed to improve college teaching. 

2# In a program for the improvement of college 

instruction, there should be created on the campus a type 

of atmosphere which is conducive to faculty growth, 

development, and improvement• 



20# 

3« In a program for the improvement of college 

instruction, the college or university should provide for 

a high degree of staff morale. 

4* Sveryone affected "by practices designed to improve 

college instruction should share in the planning and deci-

sion making with respect to the practices. 

5. Each individual participating in a program for the 

improvement of college instruction should have a feeling of 

security• The programs of the institution should be 

adapted to the needs of the participants* 

6. Good staff relations are necessary for efficient 

work of individuals and groups in a program designed to 

improve college instruction. 

7. In a program for the improvement of college 

instruction, there should be full communication between 

the administration and the members of the teaching staff. 

8. Supervision of faculty members in a program 

designed for the improvement of instruction should be based 

upon teacher participation. 

9. A program for improving college instruction should 

provide a plan for continuous ©valuation and improvement of 

the effectiveness of methods, techniques, and practices 

used. 

One hundred seventy-one academic deans from institu-

tions located in thirty-nine states and the District of 
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Columbia participated in this study. A tabulation and 

analysis of their evaluation of practices which are used 

in their institutions for improving instruction can b® 

summarized by listing the ones they consider most valuable. 

The twenty-one most valuable practices, according to the 

data received from academic deans, are listed in order of 

their importances 

1, fhe schoolfs policy concerning promotions, public 

recognition, and special pay provides for and acknowledges 

superior teaching# 

2. leaves of absence with full salary, for some 

period of tin®, are provided for scholarly work and 

research# 

5» Administrative car® is exercised to enlist con-

stantly the best teaching efforts of faculty personnel. 

4# An institutional self-study is mad® to evaluate 

the quality of teaching. 

5* Department heads evaluate their teachers and dis-

cuss teaching responsibilities with them. 

6. Freedom of thought and expression within the area 

of his field is guaranteed each faculty member, 

7# Materials of and facilities for instruction are 

supplied in line with special needs and requests of 

teachers• 
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8. Staff members are encouraged to accept membership 

in learned societies, are provided funds for attendance at 

professional settings, and are requested to make reports of 

such meetings to appropriate faculty groups. 

9. Regular seminars are held in which, small voluntary 

groups of faculty members meet to exchange ideas and con-

sider new research findings relative to the improvement of 

instructional practice®. 

10. faculty member® are stimulated to do summer 

travel, to Join summer field study group®, and to accept 

exchange professorships. 

11. In institutional self-study to create an appro-

priate climate for good teaching is made periodically. 

12. Maximum class size is set up in the various 

fields according to optimum for best teaching result®. 

13. A faculty advisor counsels wife the new faculty 

member about his work and the ways of the school# 

14. Faculty members participate in the selection of 

new faculty members. 

15. fe&chers prepare course syllabi for courses they 

teach and make them available to other instructors. 

16. Faculty members are encouraged to do research in 

their instructional methods and are given time and facili-

ties to do so* 
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17. The teaching load is adjusted to facilitate a 

faculty member*e participation in institutional activities 

other than teaching. 

18# A seminar workshop type of course 011 problems of 

college teaching is conducted by a suitable leader# 

19« Provision is mad® for defining objectives of 

course® in terns, at least in part, of outcomes which can 

best be measured objectively, and suitable tests are then 

used to measure those outcomes* 

20. Faculty members visit other similar institutions 

to study institutional organization and curricula and to 

observe outstanding teachers* 

21. There are demonstrations of unusually interesting 

teaching devices and procedure® that are developed on the 

campus. 

According to the statistical study of the data, prac-

tices numbered ? and 8 were rated of equal value as a means 

for improving instruction! 9» 10, and 11 were rated equal; 

and 19» 20, and 21 were rated of equal value* All of the 

practices except 11 and 12 were listed in one or more of 

the three related studies as valuable means for improving 

instruction. 

Two new practices were reported: (1) the post-year 

faculty conference for evaluating the previous year's work 
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and (2) the us® of sound motion pictures for studying the 

teacher in action# 

From an analysis of the practices and the application 

of the criteria to them, eighteen practices were selected 

for the proposed program which academic deans might use for 

improving instruction in their institutions. 

The purposes of a program designed for the improvement 

of instruction are: (1) to help the experienced as well as 

the inexperienced teacher, (2) to encourage the faculty to 

assume a professional attitude, (3) to eliminate periods of 

inertia, (4) to promote democratic leadership and faculty 

participation, (5) to acknowledge superior teaching, (6) to 

improve the program itself, (?) to furnish useful informa-

tion to other institutions that might be interested, and 

(8) to improve the services of the learner. 

It was stated that each dean's role is custom-made, 

hy his environment and his own choices* His role in the 

improvement of instruction is as follows: (1) cooperate 

with the instructional staff, (2) stimulate individual and 

cooperative behavior, (3 ) develop a favorable climate for 

faculty effort, (4) guide the staff toward greater self-

direction, (5) help individuals and groups maintain 

perspective, (6) provide needed guidance and counsel, 

(7) coordinate staff efforts, and (8) Implement responsi-

bilities for faculty action. 
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Conclusions 

The major conclusions based upon the findings of this 

study air®: 

1. It is believed that the criteria formulated in 

this study are Justified by accepted principles and by 

statements in the field of educational thought. 

2. There will need to be revision of these criteria 

and refinement of validation as research discovers new con-

cepts and as new philosophies of higher education evolve. 

3* Harked differences exist among colleges and uni-

versities in the number of practices used for the 

improvement of' instruction. 

4# The wide use of practices indicates that institu-

tions of higher learning are interested in improving 

instruction. 

5* The data showed that there is little difference 

in the number of practices used in state and private 

schools. 

6. There is considerable agreement between this study 

and related studies* 

7« data showed that practices being used for 

-Improving college instruction ar® rated higher than the ^ 

practices not used. 

8. Deans believe that reward for good teaching is the 

most effective single practice for stimulating the faculty 

v/ 
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and improving Instruction. Conferences with, arid sugges-

tions from alumni, were "believed to "be of least value, 

9. Evaluation of teaching seems to "be perfunctory in 

nature when Judged from the standpoint of the criteria. 

10. The use of self-rating scales is less popular in 

the institutions participating in this study than student 

rating of the faculty, 

11* The study indicated that there is a need for 

enlightened, persistent, and democratic leadership in pro-

viding the atmosphere and optimum conditions necessary for 

maximum results. 

12. The study tends to support the conclusion that 

there is much to he done in promoting better teaching in 

colleges and universities. 

Recommendations 

The following recommendations are "based upon the find-

ings of this study: 

1. Colleges and universities which are interested 

in improving instruction should identify and study the 

specific problems which are to be attacked. 

2. This procedure must involve maximum faculty 

participation so that all aspects of the program will be 

fully understood by the faculty, and so that they will 
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r@oogiJ.iz# in advance the significance of the practices they 

aye undertaking* 

5, If a program designed for the improvement of 

instruction is to have maximum results, it is evident that 

the success of the program will depend upon the conditions 

stated in the criteria# 

The following practices constitute a proposed program 

which academic deans might use for the improvement of 

instruction. 

1. A faculty advisor should he selected to counsel 

the new faculty member about hi® work and the ways of the 

school. 

2. Teachers should prepare outlines of the courses 

they teach and share them with interested instructors. 

3. A. self-study should be made to evaluate the 

quality of the instructional program and to promote an 

appropriate climate for good teaching. 

4-. Seminars should be held for small voluntary groups 

of faculty members so that teaching ideas may be exchanged 

and other matters relating to the improvement of instruc-

tion may be discussed. 

5. Faculty members should be encouraged to do summer 

travel, to Join field study groups, and to accept exchange 

professorships. 
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6. Leaves of absence with full salary for short 

periods of time should he provided for scholarly work and 

research# 

7. Faculty members should he encouraged to accept 

membership in learned societies and provided funds for 

attendance at meetings. 

8* Faculty members should be provided adequate 

clerical help in the preparation of class materials and 

carrying on routine Jobs# 

9# Materials and facilities for instruction should 

be supplied in line with special needs and requests of 

faculty member®. 

10* The faculty member's teaching load should be 

adjusted to facilitate his participation in institutional 

activities, 

11. Faculty members should b© encouraged to do 

research in their instructional methods and given time and 

facilities to do bo* 

12. Class size should be adjusted in the various 

fields to provide for best teaching results. 

15» Department heads should discuss teaching 

responsibilities with their faculties. 

14. Faculty members should participate in the deter-

mination of institutional policies that affect them. 
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15# Faculty members should participate in the selec-

tion of new faculty members. 

16. The school should make provision for public and 

individual recognition for superior teaching. 

17. Freedom of thought and expression within the area 

of his field should be guaranteed each faculty member. 

18. The administration should encourage and enlist 

the best teaching efforts of the faculty* 
She following problem® are recommended for further 

study: 

1. A study to ascertain which factors in institu-

tions affect teaching unfavorably, and to find ways of 

overcoming these factors. 

2. A study to determine bases of fears and doubt® of 

teachers and administrators concerning practices for the 

improvement of instruction, and the possible ways of 

removing these fears and doubts# 

3* 4 study to determine the value ©f recording, 

televising, and making movies of actual classroom proce-

dures as a means for improving instruction. 

4, A study to evolve better methods of appraising 

effectiveness of college teaching. 
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ROSTER OF COOPERATING INSTITUTIONS 

Alabama 

Birmingham Southern College 
Tuskeg$e last i tut© 

Arizona 

Arisona State College 

Arkansas 

The Arkansas State Teachers College 
Harding College 
Henderson Stat© Teachers College 

California 

California Baptist Theological Seminary 
California College of Arts and Crafts 
California Stat# Polytechnic College 
freano Stat© College 
Golden Gate Baptist Theological Seminary 
Golden Gate College 
Immaculate Heart College 
Loyola University of Los Angeles 
Pacific Union College 
Pasadena College 
Sacramento State College 
San Fernando Valley State College 
San Francisco College for Women 
San Jose State College 
University of Bedlands 

Colorado 

Adams State College 
Colorado College 

214 
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Connecticut 

Fairfield University 
Hi1Iyer College 
University of Bridgeport 
Weeleyaa University 

District of Columbia 

Potomac University 
Southeastern University 
Strayer College of Accountancy 

Florida 

Florida Agricultural and Meohanical University 
University of Miami 

Idaho 

The College of Idaho 
Idaho State College 
northwest Nazarene College 

Illinois 

Concordia Teachers College 
De Paul University 
George Williams College 
Illinois College of Optometry 
Illinois Wesleyan University 
MacHurray College 
National College of Education 
Northern Illinois University 
Pestalo»zi Froebel Teachers College 
Roosevelt University 
Wheaton College 

Indiana 

Ball State Teachers College 
Butler University 
De P a w University 
S&rlha® College 
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Iowa 

Crake University 

Kansas 

Kansas State College of Pittsburg 
Saint Mary College 

Kentucky 

Asbury Theological Seminary 
B&stera Kentucky Stat© College 
laaareth College 
Westers Kentucky State College 

Louisiana 

Louisiana Polytechnic Institute 

Maryland 

Goucher College 
Loyola College 
State Teachers College at Towson 
University of Baltimore 
Western Maryland College 

Massachusetts 

American International College 
Amherst College 
Babaon Institute 
College of the Holy Cross 
lew Bedford Institute of Technology 
Simmons College 
State Teachers College at Boston 
State Teachers College at Bridgewater 
State Teachers College at Salem 
Suffolk University 
Wellesley College 
Western Hew England College 
Wheelock College 
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Michigan 

Albion College 
Cleary College 
Eastern Michigan College 
Kalamazoo College 
Siena Heights College 

Minnesota 

Bemi&^t State College 
College of St. Thomas 
State College 

Mississippi 

Mississippi College 

Missouri 

Central Bible Institute and Seminary 
Central Missouri State College 
Bruî r College 
lortheast Missouri State Teachers College 

Montana 

Montana School of Mines 
Western Montana College of Education 

Mebraska 

Creighton University 
lebraska State feachers College, Kearney 
Nebraska State feachers College, Wayne 

Sew Hampshire 

Dartmouth College 
Keen® feachers College 
Hivier College 
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New Jersey 

Newark State College 
Trenton Stat© College 

Mew Mexico 

Eastern lew Mexico University 
New Mexico Highlands University 

Mew York 

Alfred University 
Caniaius College 
Clarkson College of Technology 
Colgate University 
The College of Saint lose 
Hobart and William Smith Colleges 
Hofstra College 
Mount St. Joseph Teachers College 
Niagara University 
Pratt Institute 
lussell Sage College 
Sarah Lawrence College 
St. Lawrence University 
State University of Hew York, 

M m York State College for Teachers at Albany 
Teachers College at Brockport 
Teachers College at Oneonta 
Teachers College at Potsdam 

Tassar College 

North Carolina 

Bast Carolina College 
Guilford College 
Woman's College of the University of North Carolina 

Ohio 

College-Conservatory of Music of Cincinnati 
Oberlin College 
Ohio Wesleyan University 
St. John College of Cleveland 
Xavier University 
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Oklahoma 

northeastern State College 
Horthwestern State College 
Southeastern State College 
Southwestern State College 

Oregon 

I&nfield College 

Peimsylvania 

Allegheny College 
Drexel Institute of technology 
franklin and Harshall College 
Saint Joseph's College 
St. Vincent College 
University of Soranton 
Washington and Jefferson College 
Westminster College 

South Carolina 

Vinthrop College 

South Dakota 

South Dakota School of Mines and Technology 

Tennessee 

Memphis State University 
Hiddle fennesse© State College 
University of Chattanooga 
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Texas 

Abilene Christian College 
Austin College 
Austin Presbyterian Theological Seminary 
Bast Texas State College 
Howard Payne College 
Prairie View Agricultural and Mechanical College 
Sam Houston State Teachers College 
Stephen F. Austin State College 
Sul Boss State College 
Texas Southern University ; 
Texas Vesleyan College \ 
Vest Texas State College 

Vermont 

St• Michael18 College 
University of Vermont 

Virginia 

College of William and Mary 
Haaapton Institute 
Iiongwood College 

Washington 

Central Washington College of Education 
College of Puget Sound 
Eastern Washington College 
Pacific Lutheran College 
Seattle Pacific College 
Seattle University 
Walla Valla College 
Whitworth College 

Wisconsin 

Marquette University 



APPENDIX B 

A STUDY OF THE 

PRACTICES USED FOR THE IMPROVEMENT 
OF INSTRUCTION 

From: April 14, 1959 

Dean of Instruction 
Midwestern University No._ 
Wichita Falls, Texas 

This study is being conducted with the administrative approval of Midwestern University. Responses will be 
reported without reference to names of institutions or persons. 

Please return this form by April 24. The second copy is for your files. 

General Information 

Name of Institution — — 

Name of Respondent — 

Title : 

Do you desire a summary of the results of this study? 

Yes No 

Instructions 

In checking the practices which you use for the improvement of instruction in your institution please indicate 
your judgment of the value of each. 

1. Make a check (V) in the first column "O" if you consider the practice a poor means for improving in-
struction. 

2. Make a check (V) in the second column "1" if you consider the practice a fair means for improving in-
struction. 

3. Make a check (V) in the third column "2" if you consider the practice a good means for improving in-
struction. 

4. Make a check (V) in the fourth column "3" if you consider the practice an excellent means for improv-
ing instruction. 

5. Make a check (V) in the fifth column "X" if the practice is not used in your institution. Also indicate 
your opinion of its value for improving instruction by a check mark in proper column. 

6. Spaces are provided at the end of this check list for you to write in and evaluate any practices which you 
are using for improving instruction that are not listed among the items. 
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PRACTICES 

1. A pre-year faculty conference is devoted to the improvement 
of instruction 

2. An institutional self-study is made to evaluate the quality 
of teaching 

3. A faculty advisor counsels the new faculty member about his 
work and the ways of the school 

4. Instructional staff members are provided copies of a handbook 
containing information about the availability of instructional aids, 
suggested types of examinations, and methods of instruction 

5. Faculty members are provided adequate clerical assistance in 
the preparation of class materials and carrying out routine jobs 

6. Librarians furnish prepared bibliographies, lists of references, 
and other helps 

7. Books, magazines, pamphlets, and other materials on the im-
provement of instruction are kept in some convenient place for 
faculty use 

8. Bulletins containing summaries of educational research and 
helpful hints on improving teaching are circulated regularly among 
the faculty 

9. Materials of and facilities for instruction are supplied in line 
with special needs and requests of teachers 

10. A reduction in faculty time assigned to committees and to 
clerical or semi-administrative duties is made in order that staff 
members will have ample time for class preparation 

11. The teaching load is adjusted to facilitate a faculty member's 
participation in institutional activities other than teaching 

0 
Poor 

Mean* 

1 
Fair 

Means 

2 
Good 
Means 

3 
Excellent 

Means 

X 
Not 
Used 
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PRACTICES 
0 

Poor 
Means 

1 
Fair 

Means 

2 
Good 
Means 

3 
Excellent 

Means 

X 
Not 

Used 

12, The dean or some other designated member of the adminis-
tration assists teachers in developing more proficiency in teaching 
methods and techniques -

13. Administrators visit classes to observe instruction, and have 
follow-up conferences with faculty members to discuss methods and 
techniques used 

14. A seminar or workshop type of course on problems of college 
teaching is conducted by a suitable leader 

15. Teachers are supplied with and requested to use a self-rat-
ing scale 

16. Provision is made for the anonymous rating of the instructor 
by his students, solely for the use of the teacher in improving his 
performance 

IT. Faculty members visit other similar institutions to study 
institutional organization and curricula and to observe outstanding 
teachers 

18. Faculty members visit one another's classes, not to criticize 
but to learn and share 

19. There are demonstrations of unusually interesting teaching 
devices and procedures that are developed on the campus 

20. The institution maintains a committee to stimulate and assist 
with research studies to determine the relative effectiveness of 
alternative instructional procedures 

21. Regular seminars are held in which small voluntary groups 
of faculty members meet to exchange ideas and consider new re-
search findings relative to the improvement of instructional practices 

22. Faculty members through committees or other machinery 
participate in the determination of policy in such matters as salary, 
tenure, and leaves 
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4 

PRACTICES 0 
Poor 

Means 

1 
Fair 

Means 

2 
Good 
Means 

3 
Excellent 

Means 

X 
Not 

Used 

23. Faculty members participate in the selection of new faculty 
members 

24. Faculty members are stimulated to do summer travel, to join 
summer field study groups, and to accept exchange professorships 

25. Leaves of absence with full salary, for some period of time, 
are provided for scholarly work and research 

26. Staff members are encouraged to accept membership in learn-
ed societies, are provided funds for attendance at professional meet-
ings, and are requested to make reports of such meetings to ap-
propriate faculty groups 

24. Faculty members are stimulated to do summer travel, to join 
summer field study groups, and to accept exchange professorships 

25. Leaves of absence with full salary, for some period of time, 
are provided for scholarly work and research 

26. Staff members are encouraged to accept membership in learn-
ed societies, are provided funds for attendance at professional meet-
ings, and are requested to make reports of such meetings to ap-
propriate faculty groups 

24. Faculty members are stimulated to do summer travel, to join 
summer field study groups, and to accept exchange professorships 

25. Leaves of absence with full salary, for some period of time, 
are provided for scholarly work and research 

26. Staff members are encouraged to accept membership in learn-
ed societies, are provided funds for attendance at professional meet-
ings, and are requested to make reports of such meetings to ap-
propriate faculty groups 

24. Faculty members are stimulated to do summer travel, to join 
summer field study groups, and to accept exchange professorships 

25. Leaves of absence with full salary, for some period of time, 
are provided for scholarly work and research 

26. Staff members are encouraged to accept membership in learn-
ed societies, are provided funds for attendance at professional meet-
ings, and are requested to make reports of such meetings to ap-
propriate faculty groups 

27. Faculty members are encouraged to do research in their in-
structional methods and are given time and facilities to do so 

28. The school's policy concerning promotion, public recognition, 
and special pay provides for and acknowledges superior teaching 

29. The institution provides funds for publication of faculty 
research 

27. Faculty members are encouraged to do research in their in-
structional methods and are given time and facilities to do so 

28. The school's policy concerning promotion, public recognition, 
and special pay provides for and acknowledges superior teaching 

29. The institution provides funds for publication of faculty 
research 

27. Faculty members are encouraged to do research in their in-
structional methods and are given time and facilities to do so 

28. The school's policy concerning promotion, public recognition, 
and special pay provides for and acknowledges superior teaching 

29. The institution provides funds for publication of faculty 
research 

27. Faculty members are encouraged to do research in their in-
structional methods and are given time and facilities to do so 

28. The school's policy concerning promotion, public recognition, 
and special pay provides for and acknowledges superior teaching 

29. The institution provides funds for publication of faculty 
research 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 

f 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 

30. Teachers prepare course syllabi for courses they teach and 
make them available to other instructors 

31. There is co-responsibility for sections of the same course 

32. Talks on the improvement of instruction are given by outside 
lecturers who also conduct individual and group conferences 

33. Freedom of thought and expression within the area of his 
field is guaranteed each faculty member 

34. Maximum class size is set up in the various fields according 
to optimum for best teaching results 

35. Department heads evaluate their teachers and discuss teach-
ing responsibilities with them 
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PRACTICES 
0 

Poor 
Means 

1 
Fair 

Means 

2 
Good 
Means 

3 
Excellent 
Means 

X 
Not 
Used 

36. An institutional self-study designed to create an appropriate 
climate for good teaching is made periodically 

37. Administrative care is exercised to enlist constantly the best 
teaching efforts of faculty personnel 

38. Provision is made for defining objectives of courses in terms, 
at least in part, of outcomes which can be measured objectively, and 
suitable tests are then used to measure those outcomes 

39. Instructors hold conferences with students about teaching 
methods and classwork 

36. An institutional self-study designed to create an appropriate 
climate for good teaching is made periodically 

37. Administrative care is exercised to enlist constantly the best 
teaching efforts of faculty personnel 

38. Provision is made for defining objectives of courses in terms, 
at least in part, of outcomes which can be measured objectively, and 
suitable tests are then used to measure those outcomes 

39. Instructors hold conferences with students about teaching 
methods and classwork 

36. An institutional self-study designed to create an appropriate 
climate for good teaching is made periodically 

37. Administrative care is exercised to enlist constantly the best 
teaching efforts of faculty personnel 

38. Provision is made for defining objectives of courses in terms, 
at least in part, of outcomes which can be measured objectively, and 
suitable tests are then used to measure those outcomes 

39. Instructors hold conferences with students about teaching 
methods and classwork 

36. An institutional self-study designed to create an appropriate 
climate for good teaching is made periodically 

37. Administrative care is exercised to enlist constantly the best 
teaching efforts of faculty personnel 

38. Provision is made for defining objectives of courses in terms, 
at least in part, of outcomes which can be measured objectively, and 
suitable tests are then used to measure those outcomes 

39. Instructors hold conferences with students about teaching 
methods and classwork 

40. Informal conferences are held with alumni to receive sugges-
tions concerning teaching effectiveness of staff 

41. The grading system used by each instructor is studied care-
fully in the light of the institutional grading policy 

42. There is an announced minimal salaries for the various ranks 
with some indication of the range of expectancy 

40. Informal conferences are held with alumni to receive sugges-
tions concerning teaching effectiveness of staff 

41. The grading system used by each instructor is studied care-
fully in the light of the institutional grading policy 

42. There is an announced minimal salaries for the various ranks 
with some indication of the range of expectancy 

40. Informal conferences are held with alumni to receive sugges-
tions concerning teaching effectiveness of staff 

41. The grading system used by each instructor is studied care-
fully in the light of the institutional grading policy 

42. There is an announced minimal salaries for the various ranks 
with some indication of the range of expectancy 

40. Informal conferences are held with alumni to receive sugges-
tions concerning teaching effectiveness of staff 

41. The grading system used by each instructor is studied care-
fully in the light of the institutional grading policy 

42. There is an announced minimal salaries for the various ranks 
with some indication of the range of expectancy 
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Please write in and evaluate any practices which you are using for improving instruction that 
are not listed in the above items. 

PRACTICES 
0 

Poor 
Means 

1 
Fair 

Means 

2 
Good 
Means 

3 
Excellent 
Means 

X 
Not 

Used 
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