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This study was a comparison of the perceptions of 

administrators and faculty members regarding the actual and 

expected role of selected components of a faculty 

development plan at Srinakharinwirot University-Phitsanulok, 

Thailand. The study also investigated whether the 

demographic classifications of administrators and faculty 

members were related to their perceptions regarding the 

actual and expected role of selected components of a faculty 

development plan. Forty-one administrators and sixty 

full-time faculty members completed the survey instrument. 

Statistical tests used to summarize and analyze the data 

included mean, standard deviation, t test, chi-square, and 

correlation ratio. 

The results and findings of this study showed that (a) 

there were no major differences between administrators and 

faculty members related to their perceptions of a faculty 

development plan; (b) faculty members perceptions of the 

actual and expected role of selected components of a faculty 

development plan were consistent to a greater degree than 

were the perceptions of administrators; (c) significant 

differences between the perceptions of administrators 

regarding the actual and expected role of selected 



components of a faculty development plan were found for only 

one item: study leaves; (d) there were significant 

differences between the perceptions of administrators and 

faculty members regarding the actual role of the following 

components of a faculty development plan: the Center for 

Faculty Development, upgrading faculty members, motivation, 

planning implementation and evaluation, informal enrichment 

program, and team teaching; (e) there were significant 

differences between the perceptions of administrators and 

faculty members regarding the expected role of the following 

components of a faculty development plan: the Center for 

Faculty Development, faculty morale, and academic exchange 

programs in cooperation with foreign organizations. 

Finally, significant differences among administrators' and 

faculty members' perceptions were correlated with 

demographic classifications of gender, age, experience at 

Phitsanulok campus, experience in other institutions, 

highest degree earned, faculty affiliation, personal goal in 

terms of an advanced degree, academic rank, place of 

attainment of highest degree, familiarity with the faculty 

development plan, previous experience using the faculty 

development plan, and level of satisfaction with position, 

salary, and teaching loads at Phitsanulok campus. 
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CHAPTER I 

INTRODUCTION 

This study was a comparision of the perceptions of 

administrators and faculty members regarding the actual and 

expected role of selected components of a faculty 

development plan at Srinakharinwirot University-Phitsanulok, 

Thailand. The study also investigated whether the 

demographic classifications of administrators and faculty 

members were related to their perceptions regarding the 

actual and expected role of selected components of a faculty 

development plan. 

Organization of the University 

Srinakharinwirot University (SU) is one of the thirteen 

state-supported universities in Thailand. At present SU is 

operated as a multi-campus university system. The 

university is comprised of eight campuses located throughout 

various parts of the Kingdom. Prasarnmit Campus, the main 

campus in Bangkok, has three smaller satellite campuses in 

metropolitan Bangkok: Patumwan, Palasuksa, and Bangkhaen 

campuses. The eastern campus is located at Bangsaen, the 

southern campus at Songkhla, the northeastern campus at 

Mahasarakham, and the northern campus at Phitsanulok 

(Hannarkin, 1983). 



The president of SU has jurisdiction over all the 

campuses. To assist him with the administration of the 

university, the president appoints six vice-presidents at 

the main campus, one each for administration, academic 

affairs, planning and development, student affairs, research 

a ^ a ^ r s ' an<^ special affairs and international relations. 

Each satellite campus has a vice-president as its head with 

associate deans in charge of academic programs in concert 

with all-university deans (see Appendix A). Inter-campus 

coordination among department heads is also maintained. The 

current academic structure of the university consists of 

eight faculties: the Faculty of Education, the Faculty of 

Humanities, the Faculty of Social Sciences, the Faculty of 

Physical Education, the Faculty of Sciences, the Faculty of 

Medicine, the Faculty of Nursing, and the Graduate School 

(Chonhenchob, 1984). 

Because of its multi-campus organization, 

Srinakharinwirot University is the largest university in 

Thailand. The university's academic programs are designed 

an conjunction with the national policy of higher education, 

which emphasizes programs of study in fields directly 

related to the needs of the country and its individual 

regions. These programs of study include the Marine Science 

Center and Environmental Studies at the eastern campus; the 

Nutrition Development Center, the Institute for Northeastern 

Thai Art and Culture, and the Water Resource Management 



Center at the northeastern campus; the Institute for 

Southern Thai Studies and the Water Resource Management 

Center at the southern campus; and the Agricultural 

Engineering Technology Center and the Folk Culture of the 

Northern Region at the northern campus. 

The distribution of higher education throughout 

different geographical regions of the country is considered 

an important aspect of planning and expanding educational 

resources for Thai people. The current tendency of 

education is towards decentralization. Srinakharinwirot 

University has implemented the decentralization process as 

well as the distribution of equal education opportunities to 

the people. The university system serves different sectors 

of the Thai community with four central campuses in the 

Bangkok metropolis and four extension campuses in the 

provincial areas. 

Srinakharinwirot University at Phitsanulok, which is 

responsible for managing education in the lower regions of 

northern Thailand (see Appendix B), is scheduled to become 

autonomous in order to accomplish the following goals: to 

effectively utilize community resources and realize its full 

potential, to bring higher education institutions to the 

provincial areas, and to help ease the over-enrollment in 

universities in Bangkok. By making this institution a 

center for research, agriculture, and engineering technology 

which utilizes local resources and addresses local problems, 



the focus is on human development (Hannarkin, 1983). 

Phitsanulok is a medium-sized city with a population of 

85,000 located approximately 250 miles north of Bangkok. 

This is an ideal location for expanding the university, 

which can provide education to at least nine provinces in 

the lower region of northern Thailand. The approximate 

population of this region is 5.5 million, or about 10.7 

percent of the total population of Thailand. 

Srinakharinwirot University at Phitsanulok is the only 

university in this area, so it is important for the nation's 

educational investment. Moreover, factors such as 

businesses in the area, governmental offices, agricultural 

centers, and hospitals render every favorable advantage for 

the university development project (Hannarkin, 1983). 

The Phitsanulok campus will become an independent 

university in cooperation with the goals and objectives of 

the Thai government outlined in the Sixth National Plan for 

Higher Education Development (1987-1992). The National Plan 

will allow Srinakharinwirot University at Phitsanulok to 

become an autonomous, state-supported university serving the 

lower northern region of Thailand. In preparation for the 

change of status, the university needs to expand its 

academic programs to meet the growing demand for quality 

education in lower northern Thailand; consequently, it is of 

prime importance to strengthen the faculty. The university 

plans to upgrade the faculty's academic qualifications and 



specializations. The faculty should be knowledgeable about 

current theory and practice in education and trained to 

support the university academic programs. In addition, the 

teaching staff must be increased, and the facilities must be 

expanded on a newly acquired piece of land. Improving the 

quality and quantity of education is essential to the 

mission of the university. 

Although improving the faculty at Srinakharinwirot 

University-Phitsanulok Campus is one way of improving higher 

education in the lower northern region of Thailand, there 

have been conflicts between administrators and faculty 

members concerning the role of administrators in developing 

the faculty of the university. The faculty members' 

concerns are load reduction, grants, travel grants, group 

projects, sabbatical leaves, research activities, research 

support, participation in the decision-making process and in 

committees which can implement new pedagogic arrangements, 

and the imaginative employment of new educational 

technologies. Administrators are concerned with improving 

classroom performance, research activities, student 

productivity, and the teaching and learning process; 

reforming curricula; stimulating faculty output; and 

organizational development (Hannarkin, 1983). 

Most administrators perceive that faculty members are 

ultimately responsible for their personal growth and 

development and that they should be free to develop when and 



how they choose. Whether that freedom is real is open to 

question. Recognition and reward systems impose formidable 

constraints on freedom of choice and have a powerful (and 

perhaps insidious) effect on freedom of choice. Individuals 

react to the expectations, experience, and standards of the 

university; their behavior is influenced by their awareness 

the benefits to be obtained by developing themselves in a 

particular direction. Faculty members perceive faculty 

development in a two-fold manner: as an outcome—the growth 

of the individual, and as a process—the conditions offered 

or imposed by the university to effect that growth (Harding, 

Kaewsonthi, Roe, and Stevens, 1982). 

It is vitally important for administrators and faculty 

members at Srinakharinwirot University-Phitsanulok to 

understand each other's perceptions of a faculty development 

plan. If there is no attempt to understand each other's 

perceptions of a faculty development plan, then the 

situation can lead to misunderstanding and misspent efforts 

to achieve specific goals. 

This study investigates the perceptions of 

administrators and faculty members at Srinakharinwirot 

University-Phitsanulok concerning the role of selected 

components of a faculty development plan for the university. 

It is important to understand the difference in perceptions 

before the university becomes autonomous. 



Statement of the Problem 

The research focus of this study is the perceptions of 

administrators and faculty members at Srinakharinwirot 

University-Phitsanulok concerning the value of selected 

components of the faculty development plan presently in use 

at SU-Phitsanulok and some components that could be 

incorporated into the existing faculty development plan. 

This includes (a) the identification and the value of 

selected components as well as the overall plan of faculty 

development; (b) the development of strategies needed to 

improve the faculty development plan; (c) the strategies to 

improve utilization of internal resources; and (d) the 

development of a comprehensive planning base for a faculty 

development plan. 

Purpose of the Study 

The purposes of this study are as follows: 

1. To compare the perceptions of administrators and 

faculty members regarding the actual and expected role of 

selected components of a faculty development plan at 

Srinakharinwirot University-Phitsanulok. 

2. To determine how the perceptions of administrators 

and faculty members regarding the actual role and expected 

role of selected components of a faculty development plan 

are related to their demographic data (see Figure 1). 



Figure 1. Demographic Variables of the Respondents 

1. Gender 
2. Age 
3. Position 
4. Years of experience at SU-Phitsanulok 
5. Previous experience in other institutions 
6. Highest degree earned 
7. Faculty affiliation 
8. Personal goal in terms of an advanced degree 
9. Pursuit of an advanced degree 

10. Academic rank 
H • Place of attainment of highest degree 
12. Familiarity with the faculty development plan 
13. Previous experience using the faculty development plan 
14. Level of satisfaction with position at SU-Phitsanulok 
15. Level of satisfaction with salary at SU-Phitsanulok 
16. Level of satisfaction with teaching loads at 

SU-Phitsanulok 

Research Questions 

The following research questions have been developed to 

satisfy the purposes of this study: 

1. Is there a significant difference between the 

perceptions of administrators regarding the actual role and 

expected role of selected components of a faculty 

development plan? 

2. Is there a significant difference between the 

perceptions of faculty members regarding the actual role and 

expected role of selected components of a faculty 

development plan? 

3. Is there a significant difference between the 

perceptions of administrators and the perceptions of faculty 

members regarding the actual role of selected components of 

a faculty development plan? 



4. Is there a significant difference between the 

perceptions of administrators and the perceptions of faculty 

members regarding the expected role of selected components 

of a faculty development plan? 

5. How are the administrators' perceptions regarding 

the actual role of selected components of a faculty 

development plan related to their demographic data? 

6. How are the administrators' perceptions regarding 

the expected role of selected components of a faculty 

development plan related to their demographic data? 

7. How are the faculty members' perceptions regarding 

the actual role of selected components of a faculty 

development plan related to their demographic data? 

8. How are the faculty members' perceptions regarding 

the expected role of selected components of a faculty 

development plan related to their demographic data? 

Definition of Terms 

The term "actual role" is used in this study to 

describe the existing importance of various components of 

the faculty development plan in use at SU-Phitsanulok. 

The term "expected role" is used in this study to 

describe what subjects believe should be the degree of 

importance accorded components of the faculty development 

plan in use at SU-Phitsanulok. In addition, these term are 

used to describe the subjects' perceptions of the importance 

of programs that could be incorporated into the existing 
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faculty development plan. 

Administrator refers to the Vice-President, Assistant 

Vice-Presidents, Associate Deans, Directors of the 

Institutes (the Centers), Heads of Departments, and Division 

Chairpersons. 

Perceptions of administrators and faculty members 

refers to beliefs or judgments of administrators and faculty 

members with regard to the faculty development plan as 

measured by the survey instrument. 

The components of a faculty development plan selected 

for this study represent the categories of policy and scope, 

procedure and process, and activities for faculty 

development such as research and publication, group 

activities, orientation and consultation services, exchanges 

and inter-university visitations, self-studies, conference 

workshops, in-service programs, sabbatical leaves, study 

leaves, microteaching, graduate courses, team teaching, 

professional libraries, and membership in professional 

organizations. Some of the components investigated in this 

study are presently being used in the faculty development 

plan at SU-Phitsanulok. Others, which are no longer 

relevant to the faculty development plan at SU-Phitsanulok, 

have been eliminated from this study. Additional components 

identified in the literature as significant for an effective 

faculty development plan have been included in the study, 

even though they may not be incorporated in the faculty 
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development plan in use at SU-Phitsanulok. 

Background and Significance of the Study 

Since the establishment of the university in 1967, SU 

at Phitsanulok has graduated a large number of students, 

particularly undergraduates, who now work all over the 

country. The university's graduate school is producing a 

number of graduate who work in many administrative 

organizations. Additional graduate programs, still in the 

planning stages, will be offered in the near future. To 

implement the proposed courses of graduate study and to 

encourage a move toward congruence, faculty 

change/development is necessary (Hannarkin, 1983). 

Faculty development has been one of the basic needs 

identified by university administrators and faculty members 

since 1967. As the status and purpose of the university 

change, the university staff should have the opportunity to 

change and adapt. Faculty development can provide 

opportunities which allow faculty members to remain active 

in professional development. The goals of the faculty 

development plan of Srinakharinwirot University-Phitsanulok 

are to facilitate the growth of all members of the 

institution and to integrate instructional development, 

professional development, organizational development, career 

development, and personal development. 

This study is significant because it will identify the 

perceptions of administrators and faculty members regarding 
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the value of the faculty development plan at 

Srinakharinwirot University-Phitsanulok. If the experts are 

correct in assuming that human resources, including 

administrators arid faculty members are to be the problem 

solvers and the impetus for revitalization of institutions 

of higher learning, then it is imperative that information 

be gathered that will help the institutions "maintain an 

enthusiastic and productive academic work force" (Baldwin 

and Blackburn, 1983, p. 26). 

Faculty development is an urgent need for 

SU-Phitsanulok in order to raise the standard of education 

and qualifications of faculty members. The approach to 

planning and designing effective faculty development 

programs needs to be reconsidered. Research indicates the 

desirability of collaborative planning by administrators and 

faculty members in designing and scheduling faculty 

development programs. Identifying administrators' and 

faculty members' perceptions of components of a faculty 

development plan may lead to better planned and administered 

programs in faculty development that contribute to the 

professional growth and development of faculty members. 

No in-depth study of the perceptions of administrators 

and faculty members of Srinakharinwirot University at 

Phitsanulok as they are related to the faculty development 

plan within this university has been undertaken. The 

findings of this study may provide information for 
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administrators who are concerned with preparing a suitable 

faculty development plan through the identification of the 

perceptions of administrators and faculty members regarding 

policy and scope, procedure and process, and activities for 

faculty development. In addition, the findings of this 

study may assist administrators, especially those in 

provincial institutions, in planning programs for developing 

faculty members based on local needs. Finally, this study 

will contribute to the literature of faculty development in 

higher education by identifying the differences and 

similarities in the requirements of faculty development 

plans in use in institutions of higher education in Third 

World nations and in Western developed nations. 

Limitations of the Study 

1. This study is limited to administrators and faculty 

members of Srinakharinwirot University-Phitsanulok. 

2. The results of this study are limited by the 

subjectivity of the perceptions of the respondents and by 

limitations inherent in using a survey instrument to gather 

data. 



CHAPTER II 

REVIEW OF RELATED LITERATURE 

This chapter provides an overview of current concepts 

of faculty development, faculty development programs, and 

faculty development models. This chapter also includes a 

review of selected studies that have been conducted on this 

topic. 

The literature reviewed employs a variety of terms to 

describe and categorize faculty development. Terms such as 

staff development, professional development, teaching 

improvement, instructional development, inservice education, 

improvement of learning, and organizational development are 

also widely used to describe activities designed to promote 

improvement of university employees. 

Current Concepts of Faculty Development 

The importance of faculty development has been examined 

extensively by various authors. In the late 1960s, however, 

faculty development became the focus of a significant 

movement. Several reasons have been cited: student protests 

against an overemphasis on research, increasing public 

dissatisfaction with the competence of college graduates, 

rising consumerism, declining numbers of students, an aging 

faculty, and declining financial resources. This movement, 

moreover, seems to have occurred at approximately the same 

14 
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time and for similar reasons in many countries throughout 

the world. 

A review of the literature on faculty development 

reveals a number of phrases that are used as if they were 

synonyms of "faculty development," although the meanings of 

these phrases differ a great deal. Riegle (1987) summarized 

some concepts of faculty development which utilize all or 

some combination of the following terms: 

1. Instructional development emphasizes the 
development of faculty skills involving 
instructional technology, media, courses, and 
curriculum. 

2. Professional development emphasizes the growth 
and development of individual faculty in their 
professional roles. 

3. Organizational development emphasizes the needs, 
priorities, and organization of the institution. 

4. Career development emphasizes preparation for 
career advancement. 

5. Personal development emphasizes life planning, 
interpersonal skills, and the growth of faculty 
as individuals (Riegle, 1987, p. 54). 

There is even further confusion in faculty development 

literature because the term "development" is ambiguous 

and could refer to any, all, or some combination of the 

following: 

1. Improvement emphasizes general enhancement of 
skills even when there is no evidence or 
allegation of incompetence, or is used for change 
(e.g., a voluntary program which is designed to 
assist anyone, even outstanding faculty). 
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2. Remediation emphasizes the need for rectifying 
incompetence or updating the outdated (e.g., a 
mandatory program for faculty who are identified 
as inadequate in some way). 

3. Retraining emphasizes modification due to 
programmatic revisions or changes (e.g., a program 
to retrain faculty whose specialty is no longer in 
demand to function in a different, more popular 
area). 

4. Rejuvenation emphasizes overcoming stagnation and 
burnout (e.g., a program focusing on attitudinal 
change rather than skill development) (Riegle, 
1987, p. 54). 

Most writers on the subject have apparently thought the 

concept so clear that they have proceeded to describe their 

particular concerns without bothering to define either 

faculty development or staff development. Two of the few 

definitions that have been advanced are derived from the 

concepts used to categorize faculty development. Gaff 

(1975) concluded that faculty development means enhancing 

the talents, expanding the interests, and improving the 

competence and personal growth of faculty members, 

particularly in their roles as instructors. Sanford (1971) 

defined college professors' development as individuals as 

similar to the development of others. That is, their 

development is progressive and marked by distinguishable 

stages which are loosely related to chronological age. 

McClain (1977) defined staff development as encouraging 

personal growth, enhancing learning experiences, improving 

teaching, and strengthening the counseling techniques of 

college personnel. McClain also added that a development 
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program is a "comprehensive network of interrelated 

diversified learning experiences" (p.42) directed toward the 

achievement of faculty or staff development objectives. 

Baldridge (1971) identified two major purposes of staff 

development: (a) to raise the level of achievement in each 

institution and (b) to encourage any reforms which may be 

needed. Baldridge recognizes that the total effort directed 

bringing about change may require more than the customary 

short-term review by a task force or a special committee. 

He believes that the effective use of staff development 

provides a means for a university to inventory its human 

resources and to plot meaningful strategies to tackle the 

problems of growth. 

Staff development provides a vehicle of change which 

permits the entire university staff to meet the continuing 

challenges created by size, student and staff diversity, 

environmental pressure, and task differentiation. In 

attaining an increased understanding of the potential for 

change inherent in staff development, university leaders 

should recognize the great possibilities of staff 

development for solving problems which affect staff behavior 

and performance. Adversarial relationships which may exist 

between the university administration and the teaching staff 

or the absence of a "sense of community" between academic 

and vocational staffs can be targeted for change with this 

"breakthrough" concept. 

© 
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Francis (1975) defined faculty development as an 

institutional process which seeks to modify attitudes, 

skills, and behavior of faculty members toward greater 

competence and effectiveness in meeting student needs, their 

own needs, and the needs of the institution. This 

definition is typical of the efforts to conceptualize 

faculty development in a comprehensive way and with a 

theoretical base. Instructional resource centers, teaching 

improvement programs, or other single development activities 

are being planned and implemented within this larger 

framework. Centra (1976) discussed the frequency, 

effectiveness, and variety of practices that colleges and 

universities consider today under the rubric of faculty 

development. 

Gaff (1975) distinguished three general approaches to 

faculty renewal: faculty development, instructional 

development, and organizational development. The first 

rests on clinical, developmental, and social psychology as 

its theoretical base, with a focus on individual growth and 

development of faculty as persons and as teachers. The 

second approach is based on educational technology and 

media, learning theory, and systems theory. It focuses on 

courses and curricula. Organizational development is 

concerned with the institution itself, and is based on 

organizational theory, organizational change, and group 

process. 
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Bergquist and Phillips (1978) also advocated a 

comprehensive approach to faculty development. They noted 

three categories within which faculty members may seek 

improvement: personal—which includes faculty interviews, 

interpersonal skills training, counseling, and personal 

growth workshops; instructional (including curriculum 

development)—which includes activities such as 

micro-teaching, classroom diagnosis, and educational 

methodology; and organizational—which includes departmental 

management, management development, team-building, conflict 

management, and decision making. 

Much literature deals with these techniques and their 

use. Faculty development also means bringing in new faculty 

men and women with new ideas and fresh perspectives. Such 

people, it is hoped, will serve as catalysts and 

provocateurers, keeping their departments flexible and 

constantly changing. The approach to faculty development 

taken by Bergquist and Phillips is based on the assumption 

that significant changes must take place at the three levels 

of attitude, process, and structure. A change effort 

focusing on only one of these levels will rarely achieve 

success. In the case of faculty development, primary 

attention is usually given to the process of instruction, 

most often to instructional methods and technology and 

student evaluation of instruction. While these 

instructional issues are vital for improving the quality of 
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education, they do not constitute the full range of 

activities involved in an effective faculty development 

program. 

The concept of faculty development may be better 

understood if its underlying principles are made explicit. 

Although the concept is still in its formative stage and 

subject to varying interpretations, the following are major 

propositions distilled from the writings of Nooman (1974), 

Sanford (1971), and Gaff (1975), leading authorities on 

faculty development. 

Instruction is the primary role of most faculty 

members, but instructional quality is affected by their 

performance in other areas, such as research, committee 

work, and community involvement. Faculty members should be 

encouraged to grow in each of these areas. Teaching makes 

demands on the whole personality of the instructor. 

Although changing teaching styles and procedures may not 

require reorientation of an individual's personality, 

programs that seek to improve instruction will have more 

impact if they emphasize a wider range of attitudes, values, 

skills, and sensitivities concerning teaching and learning 

than if they focus on a narrow concern, such as on classroom 

techniques (Sanford, 1971). 

When presented with opportunities to improve their 

performance, substantial numbers of faculty will accept the 

offer. Although all persons, including faculty, resist 
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change, they are also motivated toward growth and 

improvement. When environmental conditions are supportive 

and nonthreatening, an individual's native growth tendencies 

are elicited. A person who is defensive and threatened will 

not reveal his true feelings and cannot take the risks 

necessary for change because his energy must go into 

maintaining and supporting his own position (Nooman, 1974). 

For significant and lasting change in a teacher to 

occur, his emotions and affections must be engaged as well 

as his ideas and cognition. Change in an individual 

requires a challenge to his behavior patterns, one strong 

enough to stimulate new forms of behavior but not so strong 

as to overwhelm him. In childhood there are many such 

challenges, but in adulthood this may require a change in 

social roles or relationships that tend to protect people 

from growth. Faculty members will change when (a) they have 

knowledge about alternative ways of behaving, such as 

information about alternative teaching-learning practices; 

(b) they believe that change is desirable; (c) they believe 

that they can change and they receive nonthreatening 

feedback about their own behavior; and (d) they are praised, 

recognized, and rewarded for effectiveness and for 

improvement. For faculty, this means the reward structure 

must recognize their development efforts or they will not 

strive long for improvement (Gaff, 1975). 
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All faculty members, regardless of age, experience, or 

effectiveness, can develop in many ways. Faculty 

development is not a remedial concept for poor teachers or 

underachievers. Each faculty contains many persons with 

expertise that can be used in a faculty development program. 

These persons should be identified and encouraged to share 

their perspectives and expertise with their colleagues 

(Sanford, 1971). 

Faculty development is not just an individual matter. 

A college or university is a rich repository of human 

talents, and if each faculty member develops himself or 

herself to the fullest and shares his or her expertise with 

colleagues, the entire community benefits. Because 

faculties are part of social groups, it is often important 

to work with whole departments, colleges, or other units to 

improve the climate for teaching. This often means working 

with administrators as well as faculty and may involve 

altering institutional policies or procedures (Nooman, 

1974). Not every faculty member needs to be involved in any 

one program for it to be successful. Any faculty contains 

many different kinds of persons, each of whom is concerned 

with his or her own situation. Every program will appeal to 

some, and no program will appeal to all. A program may 

operate most effectively if it starts with the most 

interested and only later involves those who initially were 

less enthusiastic (Sanford, 1971). 
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Wurster and McCartney (1980) commented that faculty 

development activities on any given campus may focus on the 

intellectual and professional growth of faculty, on course 

design or curriculum development, or on organizational 

change. Whatever the focus, the ultimate goal of faculty 

development is to improve the quality of education, and to 

re-emphasize the basic teaching mission of the institution. 

This counter-revolution" has significant implications for 

planning, for it implies a "new congruence" between the 

primary mission of most institutions of higher education and 

the professional values of their faculty. The fundamental 

premise of faculty development is that an institution has 

two basic responsibilities: to help faculty members grow and 

to help students learn in the most effective way possible. 

Eble (1972), and Eble and McKeachie (1985) indicated 

that faculty development should support faculty members' 

personal growth and encourage individuals to develop 

additional skills, gain a better understanding of students, 

deal with interpersonal relationships with students, 

consider the potential for promoting faculty growth, 

participate in faculty development, continue learning from 

their teaching experience, and increase opportunities for 

faculty to learn from one another. 
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Faculty Development Programs and Models 

A comprehensive program of faculty development is one 

which provides training for faculty to improve classroom 

performance, which assists the faculty members in developing 

a supportive environment within their academic 

organizations, and which allows them to examine and reflect 

on their values and attitudes as they influence their 

professional lives. Instructional development, 

organizational development, and personal development are 

thus the essential components of an effective program of 

faculty development. 

Bergquist and Phillips (1978) designed a faculty 

development program, the goal of which is to increase 

student learning. There are many justifiable ways to enrich 

the learning process in institutions of higher education for 

both students and faculty. Components of faculty 

development can be summarized by the following organization: 

1. Instructional development is composed of 
evaluation, diagnosis, training (traditional 
methods), training (new methods and technologies), 
and curricula development. 

2. Organizational development is composed of team-
building, decision-making, conflict-management, 
problem-solving, and managerial development. 

3. Personal development is composed of decisions 
about teaching, career and life planning, 
interpersonal skills training, personal growth, and 
therapeutic and supportive counseling (Bergquist 
and Phillips, 1978, p. 4). 
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Strategies for faculty development summarized from 

Bergquist and Phillips are training, consultation, personal 

and organizational development, method-promotion, 

instructional materials, equipment, discussion, evaluation, 

and a reward system. 

Faculty development represents one of several responses 

to changes in the academic environment. Chait and Gueths 

(1981) suggested six design criteria which should be 

included in a faculty development program: (a) it should 

focus on professional roles and activities normally 

associated with faculty status rather than on individual, 

program, or organizational needs; (b) a developmental 

approach and constructive rationale should be taken rather 

than a remedial approach; (c) the faculty development 

program should not be a peripheral, tangential add-on 

available here and there, now and then. The program must be 

identifiably and unmistakably central to the university and 

strongly supported by senior management; (d) this approach 

should be faculty centered, not directed by administrators; 

(e) the program should be structured university-or 

campus-wide and not by department; and (f) the reward system 

may be the most important of all. 

Becker (1981) viewed faculty development as consisting 

of three related theses: (a) that faculty development should 

be regarded not as a peripheral or temporary concern, but as 

a task of central and continuing importance in higher 
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education; (b) that concern for faculty autonomy need not 

preclude the possibility of strong administrative 

encouragement of faculty development programs; and (c) that 

a collegial approach to faculty development offers an 

effective way to develop a cooperative concept of teaching 

potential support for the improvement of weaker teachers, 

and to minimize perceived conflict between individual 

autonomy and instructional goals. To support his theses, 

Becker groups various strategies for faculty development 

under these four headings: (a) faculty one-on-one; (b) 

faculty: small groups; (c) faculty-student colleagueship; 

and (d) administrative support (Becker, 1981, pp. 33-34). 

In her study of staff development programs, McClain 

asked a panel of authorities on faculty development to rate 

the value of sixteen elements of a good program. The panel 

gave very high ratings to two elements related to 

institutional support of the program: (a) "a definite, 

stated commitment . . . by the administration, regarding the 

importance of staff development" and (b) "an organizational 

climate supportive of and conducive to staff development" 

(p. 35). In addition, four elements dealing with staff 

involvement were judged very valuable: (a) "activities based 

on assessed needs," (b) involvement of the "staff to be 

developed . . . in planning, implementing and evaluating of 

the program," (c) voluntary participation of the staff, and 

(d) "enough flexibility to satisfy needs" (p. 37). 
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Interestingly, an acceptable reward system was ranked of 

least importance by the panel of experts in McClain's study. 

Seemingly, the ideal faculty development program would 

incorporate a variety of activities designed to meet 

individual faculty needs in an effective program that would 

bring faculty together in activities stimulating to teaching 

and therefore help achieve a distinguished academic program. 

Although this ideal is impossible to realize, several 

models of faculty development have been developed. 

Bergquist and Phillips (1979) presented a model of faculty 

development in the Journal of Higher Education. According 

to this model, illustrated in Figure 2, faculty development 

is composed of the related activities of personal 

development (attitude), instructional development (process), 

and organizational development (structure). They maintain 

that instructional development is the most logical entry 

point for most emerging faculty development programs and 

that while personal and organizational development are 

necessary elements of a comprehensive program, they are 

nevertheless usually secondary. It is important to 

emphasize, however, that a comprehensive program of faculty 

development must simultaneously operate on the level of 

attitude, structure, and process. 
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The Bergquist-Phillips Model of Faculty Development 

ATTITUDE PROCESS STRUCTURE 

Personal instructional Organizational 
Development Development Development 

Individual Individual Academic and 
Faculty faculty admin i s tr ative Faculty 

Individual programs, 
courses departments and 
Curricula divisions 

Clarify values, Improve Improve 
attitudes and instructional organizational 
philosophies effectiveness effectiveness 
Improve 
intrapersonal 
and interpersonal 
functioning 

Life planning Classroom Teambuilding 
Faculty interviews observation Conflict-
Interpersonal and diagnosis management 
skills training Microteaching Decision-

Personal growth Instructional making 
workshops evaluation Management-
Supportive and Instructional training 
therapeutic methodology 
counseling and technology 

Course design 
Curriculum 
development 

Figure 2. The Bergquist-Phillips Model of Faculty 
Development 

Source: Willi sun H. Bergquist and Steven R. Phillips, 
A handbook for faculty development Volume 2. 
Washington, D.C.: The Council for Advancement 
of Small Colleges, 1979, p. 7. 
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Gaff (1975) presented another model of faculty 

development which is illustrated in Figure 3. He identified 

three approaches to instructional improvement: "faculty 

renewal" (attitude)—apparently for him "faculty renewal," 

as used in the title of his book, is a more encompassing 

term than faculty development; instructional development 

(process); and organizational development (structure). 

Although Gaffs approach to organizational development 

is similar to that of Bergquist and Phillips, a comparison 

of Figures 1 and 2 indicates that there is considerable 

difference between the approaches to attitude and process. 

Gaff's concept of faculty development contains elements of 

both personal and instructional development, whereas his 

idea of instructional development focuses much more closely 

on course and curriculum design. Perhaps a more important 

difference between the two models is that Bergquist and 

Phillips assume that all three elements should be present in 

a mature faculty development program, whereas Gaff seems to 

imply that any one of the three alternatives may be 

implemented without necessary reference to the other two. 

When examined together these two models will help clarify 

the most effective approach to faculty development. 
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The Gaff Model of Faculty Development 

ATTITUDE PROCESS STRUCTURE 

Faculty Instructional Organizational 
Development Development Development 

Faculty members Individual courses Organizations 
Curricula 

Organizations 

Promote faculty Improve student Create an 
growth learning environment 

Help faculty which promotes 
acquire needs effective 
knowledge, skills, teaching 
sensitivities and 
techniques 

Seminars New learning Workshops for 
Workshops materials group leaders 
Evaluations Redesign courses or team members 

and/or curricula Action research 
Workshops on Revise 
setting objectives organizational 

Evaluating students policies 

Figure 3. The Gaff Model of Faculty Development 

Source: Jerry G. Gaff, Toward faculty renewal. 
Francisco: Jossey-Bass, 1975, p. 9. 

San 
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Bergquist and Phillips (1979) developed a second model, 

which extends some of the ideas contained in their first 

model and that of Gaff. While maintaining a concern with 

attitude, structure, and process, this model broadens the 

definition of such terms as instructional and organizational 

development, adds the concept of community development, that 

is, concern for the entire environment of an institution, to 

the vocabulary of faculty development, and extends the area 

of faculty development to issues beyond those of individual 

institutions. 

Perhaps the most serious weakness of the first two 

models is that instructional development is limited to 

process and organizational development is limited to 

structure. This third model indicates, however, how an 

intervention like instructional development can have impact 

not only at the level of process but at the level of 

structure and attitude as well. Finally, the third model 

clarifies the focus of various kinds of efforts in faculty 

development by suggesting approaches appropriate to the 

individual, the group, the institutional, and the 

meta-institutional, as illustrated in Figure 4. 
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The Revised Bergquist-Phillips Model of Faculty Development 

STRUCTURE PROCESS ATTITUDE 

Instructional 
Development 
Consultation and 
training on course 
design, curriculum 
reform and educa-
tional technology 

Organizational 
development 

Evaluation of 
faculty 

Faculty reward 
system 

Instructional 
Development 

Classroom 
observation, 
diagnosis and 
training 

Training in 
interpersonal 
and small group 
skills 

Training in out 
of class skills 
associated with 
faculty roles 

Instructional 
Development 

Promotion of 
alternate 
instructional 
methods 
Discussions 
about teaching 

Values 
clarification 

Personal 
development 

Life and career 
planning 

Counseling 

Instructional 
Development 
Curricula and 
course design 
consultation 
Interdisciplinary 
and team teaching 

Organizational 
Development 

Department 
reorganization 

Use of space and 
time 

Instructional 
Development 

Discipline or 
department 
centered 
instructional 
training programs 

Peer observation 
and feedback 

Organizational 
development 

Group process 
observation 

Instructional 
Development 

Knowledge 
utilization 

Department/ 
division 
retreats 

Organi z ati on al 
Development 
Teambuilding 
Support groups 
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The Revised Bergquist-Phillips Model of Faculty Development 
(continued) 

STRUCTURE PROCESS ATTITUDE 

Community Community Community 
Development Development Development 
Communication and Intergroup Community 
support networks negotiation building 

Institutional Institutional Institutional 
Development Development Development 

Research and Implementing Development of 
development center development support for 

programs change 

Faculty Development Faculty Faculty 
Development development 

Program Governance Program planning Generating 
and program support 
implementation 

Meta-Development Meta-Development Meta-Development 
Funding Define and Publication of 

clarify new books, periodi-
Establishment of change oriented cals, etc. 
formal networks professions Demonstration 
and consortia Continuing educa- projects 

tion for educa- Cooperative 
tional change research 
agents projects 

Figure 4. The Revised Bergquist-Phillips Model of Faculty 
Development 

Source: William H.Bergquist and Steven R. Phillips, 
A handbook for faculty development, Volume 2. 
Washington, D. C.: The Council for the Advancement 
of Small Colleges, 1979, p. 9. 
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Harding, Kaewsonthi, Roe, and Stevens (1982) reviewed 

four models or philosophies of faculty development prevalent 

in Thailand and the potential effects of these philosophies 

on the professional development function. The medical model 

focuses primarily on teaching skills and presumes that "all 

academic staff are deficient" and that certain prescriptions 

can be used to "counter deficiencies in technique" (p. 59). 

The public health model stresses the influence of such 

environmental factors as "rewards, recognition, management 

style, conditions in classroom and offices, support 

services, and the climate of opinions or beliefs" on an 

individual's performance (Harding et al., 1982, p. 60). 

Unlike the first two models, which presume a 

"relatively passive victim" (p> 60), the athletic model 

assumes that the individual should initiate professional 

development, as an athlete strives to hone his skills. The 

university provides support and facilities for development, 

but the individual is responsible for his professional 

development and is free to accept or reject guidance. 

Finally, the authoritarian model is found most often in 

institutions whose objectives are specific and the "means to 

achieve those objectives are known"; consequently, staff are 

required to participate in programs structured to affect 

"attitudes, knowledge and competence" (p. 60). 
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Although these models are exaggerated, they show why 

some units seek power and authority to demand the 

participation of staff, whereas others may shy away from the 

use of authority. The combination of philosophy and 

practice effectively dictates the type of interaction which 

will occur with academic staff. 

If professional development is to be a shared 

responsibility within a university, it is important first to 

identify the characteristics of the environment within which 

faculty members live and work. This environment, 

established by the institution and by the society, 

inevitably has both positive and negative features. 

Professional development activities should enhance existing 

positive features, wherever possible bring about new ones, 

and to ameliorate the negative features or at least minimize 

their impact. 

Astin, Cornstock, Epperson, Greeley, Katz, and Kauffman 

(1974) argued that faculty development has no model program 

or set of activities that can guarantee good results for all 

people or in all contexts. Faculty development is not a 

kind of vaccine that can produce specific immunity or a 

medication that can cure various illness; there is no cut 

and dried formula that can guarantee success. Teaching 

improvement and institutional renewal are journeys, not 

destinations. Much remains to be done to strengthen most 

fragile development programs. Institutions must continue to 
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institutionalize these programs, providing additional 

leadership as the programs expand and faoulty leaders return 

to their academic responsibilities, reach larger numbers of 

faculty and other staff, deepen the impact of those who have 

been involved, provide tangible rewards for effective 

teaching and its improvement, and provide secure funding 

bases. 

In summary, faculty development is a response to 

concern for enhancing personal, organizational, and 

instructional growth and effectiveness. The models of 

faculty development which have been described reflect a 

wholistic approach to development. These models are not 

prescriptive; rather, the authorities are quick to assert 

that to be effective, a faculty development program must 

reflect the unique environment in which it operates. 

Flexibility and the involvement of faculty, staff, and 

administration in developing a program are critical to its 

success. 

A Review of Selected Studies of Faculty Development 

This section presents selected literature which is 

considered relevant to this study in three parts: (a) 

selected studies of faculty development in the United 

States, (b) selected studies of faculty development in other 

countries, and (c) selected studies of faculty development 

in Thailand. 
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Faculty Development in the United States 

Zoni (1986) studied faculty development activities in 

schools of professional nursing, and their value as 

perceived by nursing education administrators and nursing 

faculty. Forty-one administrators and 112 faculty from 

baccalaureate and/or higher degree nursing programs 

accredited by the National League for Nursing located in New 

Jersey, New York, and Pennsylvania, participated in this 

study. 

Zoni found that over three-fourths of the 

administrators reported that faculty attended programs 

related to subject mastery, understanding computers in the 

classroom, increasing clinical skills, and curriculum 

development, whereas three-fourths of the faculty reported 

only programs related to increasing clinical skills. Two 

development activities ranked highly by both administrators 

and faculty were increasing clinical skills and knowledge 

and increasing subject mastery. The perceptions of 

administrators and faculty concerning institutional support 

differed noticeably with regard to the institutional 

practices of orientation for new faculty, financial support 

for meetings, and adjustments in assignments to accommodate 

faculty development needs. 

Moore (1984) studied the feasibility of a faculty 

development program for the personal and professional growth 

of faculty, staff, and administration of a community college 
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in Illinois. The study reported that the faculty 

development planning committee affirmed the interest and 

willingness of faculty and staff at the state community 

college to participate in and contribute to faculty 

development programs. The research data supported the 

proposition that faculty, staff, and administration were 

committed to faculty development programs for their 

professional growth, personal development, and community 

betterment. 

Kennedy (1976) studied the perceptions of faculty 

members and administrators with regard to faculty inservice 

training within the public community junior colleges in 

Alabama. The following conclusions were reached. Goals and 

outcomes of faculty inservice training were not receiving 

adequate attention within the public community junior 

colleges in Alabama, according to perceptions of both 

faculty members and administrators responding to this study. 

Administrators preferred that additional emphasis be given 

to goals and outcomes of faculty inservice programs that 

reflect institutional goals and outcomes rather than the 

personal professional goals and outcomes of faculty members. 

Faculty members preferred that additional emphasis be given 

to goals and outcomes of faculty inservice programs that 

focus on competencies needed for the task of teaching within 

the institutions. Procedures and responsibilities for 

faculty inservice training programs were perceived by 
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administrators and faculty members as being internal control 

oriented (Theory Y) rather than external control oriented 

(Theory X). 

Jones (1978) studied administrators' (presidents, deans 

of instruction and college development, research directors 

or coordinators) and faculty members' perceptions of staff 

development needs in the nine Los Angeles community colleges 

to determine the kinds of activities and programs they 

considered important to fulfill the identified needs. The 

sample consisted of 28 administrators and 227 faculty 

members from the Los Angeles community colleges. 

Jones reported the following conclusions. More than 85 

percent of administrators identified these needs: utilizing 

cognitive mapping, evaluating the effectiveness of 

instructional strategies, and applying research findings. 

Two-thirds of faculty identified student motivation, student 

attendance, and accommodating different learning rates as 

the most serious needs. With regard to the unique role of 

the community college, one-fourth to one-half of 

administrators and faculty identified all items as areas of 

need for staff development. Both groups identified these 

needs as having high priority: guidance and counseling, 

knowledge of characteristics and needs of students in 

community colleges, and remedial and developmental programs. 

With regard to administration, more than 85 percent of 

administrators identified planning and conducting inservice 
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staff development programs and working with collective 

bargaining as needs having high priority. The next three 

priorities identified by over three-fourths of the 

administrators were implementing and facilitating innovation 

and change and implementing a systems approach to 

instruction. Over one-half of the faculty identified these 

needs as having high priority: implementing and facilitating 

innovation and change, participative management, budgeting, 

working effectively with the board of trustees, and planning 

and conducting inservice staff development programs. 

Kirkpatrick (1973) studied the major components of a 

faculty development plan in a case study of the American 

School Foundation, Mexico City, Mexico. Based on the 

findings, Kirkpatrick concluded that faculty perceptions of 

the overall faculty development plan appeared to be mostly 

negative. The internal components, for example, shortened 

Fridays, vertical meetings, horizontal meetings, 

program/departmental meetings, faculty meetings, staff 

exchanges, and activities pertaining to instructional 

materials/publication seemed to be meeting the needs of the 

faculty. The external components, for example, college 

course offerings, consultants, and particularly the graduate 

intern programs and non-credit workshops, on the other hand, 

were not effective in meeting the needs. Responses of 

administrators were neither positive nor very negative. The 

external groups seemed positive about the entire faculty 
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development plan. Finally, the perceptions of faculty and 

administrators about how well the existing development 

program met the needs of the faculty were not significantly 

different. Recommendations regarding internal components, 

external components, planning, implementation, evaluation, 

content of activity, and methodology of activity were made. 

Andrew (1980) studied the perceptions of development 

practices among faculty members of member colleges of a 

small college consortium, and he described the differences 

between institutional programs of faculty development that 

were promising and those that were less than promising. The 

colleges in the small college consortium were selected 

because they represented a cross section of small colleges 

in the United States. The findings of the research were 

that faculty members perceived self-evaluations, faculty 

forums, workshops, peer evaluations, and training in the use 

of instructional technology to be highly practiced and 

highly desired. Faculty members also perceived summer 

stipends, use of learning centers, inter-institutional 

visits, faculty experience terms, use of consultants, 

sabbatical leaves, and faculty exchange as practices in 

which they had participated very little but in which they 

desired to increase their participation. Over 50 percent of 

the faculty respondents desired an increase in summer 

stipends, experience terms, workshops, sabbatical leaves, 

forums, training in institutional technology, 
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inter-institutional visits, self- evaluation, use of 

consultants, use of learning centers, faculty exchange, and 

peer evaluation. Andrew also found that differences existed 

in faculty perceptions of faculty development practices 

based on size, college, rank, and gender. 

Newman (1981) studied the perceptions of faculty and 

administrators about faculty development practices and 

guidelines for faculty development programs in private, 

regionally accredited, two-year, church-related, liberal 

arts colleges in the United States. Among the major 

conclusions of the study were the following: (a) perceptions 

of administrators and faculty members concerning both 

current and ideal faculty development were generally in 

agreement; (b) faculty development programs should have an 

incentive base; (c) release-time faculty members should be 

used to manage faculty development programs; (d) there 

should be an emphasis on classroom observation by trained 

observers in faculty development programs; (e) faculty 

development programs should be voluntary; and (f) the 

integration of the religious tenets of the institution into 

the curriculum and institutional practices of faculty should 

be a focus of faculty development programs. Some additional 

recommendations included (a) elect a faculty committee to be 

responsible for the faculty development program; (b) appoint 

a release-time faculty member as faculty development 

coordinator; (c) assess the organizational climate; (d) 
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establish a readiness period; and (e) develop a campus 

faculty development plan. 

In general, studies of faculty development programs in 

the United States have found that administrators and faculty 

perceive the activities of faculty development as valuable 

and that they are willing to participate in such activities. 

In addition, these studies reveal that despite general 

agreement between administrators and faculty regarding 

faculty development programs, the priorities of these groups 

are not always in agreement. Administrators tend to 

emphasize organizational needs, whereas faculty tend to 

emphasize personal and instructional needs. These 

differences in emphasis must be recognized so that programs 

can be balanced to meet needs at all levels. 

Faculty Development in the Developing Nations 

Adan-Figueroa (1978) studied faculty development at the 

Instituto Politecnico Nacional in Mexico. He found that the 

components of the faculty development plan which contributed 

to the improvement of the faculty members were teacher 

centers, exchanges and interschool visitations, consultants, 

instructional modules, team teaching, graduate courses, and 

workshops. The components which did not contribute to 

faculty development were committee work, research and 

publication, professional organizations, microteaching, 

professional libraries, and mobile computer-assisted 

instruction. 
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Al-Harthi (1985) studied faculty development needs as 

perceived by administrators and faculty members in Saudi 

Arabian universities. The sample was composed of 79 

administrators and 398 faculty members in the three 

universities (King Saud University at Riyadh City, Umm 

Al-Qura university, and University of Petroleum and Minerals 

at Dhahran City). The major findings of his study are as 

follows. There was a high degree of agreement between 

perceptions of administrators and faculty members regarding 

faculty development needs in Saudi Arabian universities. 

Both gioups perceived 31 out of 32 elements as relatively 

high in importance. Seventy-four percent (74%) of 

administrators and faculty members agreed that measures to 

meet development needs were not being implemented in Saudi 

Arabian universities. The study also indicated that the 

need for faculty development in Saudi Arabian universities 

is great. In addition, the results revealed that there were 

no significant differences between the perceptions of 

administrators and faculty members with respect to each 

component of faculty development. There were, however, 

significant differences of perception of faculty development 

needs among faculty members according to their academic 

fields. Also, there were no significant differences in 

perception of faculty development needs between Saudi and 

non-Saudi faculty members. These studies of faculty 

development in developing nations support the finding of 
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other studies regarding the value of faculty development 

programs• 

Faculty Development in Thailand 

in Thailand, research studies of higher education have 

indicated the necessity of faculty development programs to 

improve the quality of instruction and the academic 

environment. Kajonpai (1985) studied opinions of college 

faculty members and administrators about effective staff 

development programs in Thailand. The purpose of this study 

was to investigate administrators' and faculty members' 

perceptions of current staff development programs in order 

to improve the quality and effectiveness of inservice 

education in Thailand's teachers* colleges. She found that 

administrators and faculty members selected the following 

factors as essential for effective staff development 

programs: (a) staff development program content should be 

based on identified pre-service, inservice, college program, 

and instructor needs; (b) participants in staff development 

should be involved in program planning; (c) professional 

incentives are important factors for motivating active 

participation; and (d) participants should be able to choose 

from a variety of staff development activities. The 

preferred type of staff development activity was independent 

study. 

Pudchoomporn (1986) studied faculty development at 

Srinakharinwirot University as viewed by university 
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administrators and faculty members from all eight campuses. 

The sample consisted of 210 administrators randomly chosen 

from each campus at a rate of 50 percent from each campus. 

Department heads were not included in the sample. The other 

study group consisted of 316 faculty members chosen randomly 

at a rate of 20 percent of faculty members on every campus. 

He found that the opinions from both groups on the areas of 

faculty development programs were at a moderate level of 

significance difference based on the scores of 

administrators and faculty members. With regard to the 

policy that the university should clearly set up academic 

fields of research to be studied by faculty members, there 

was a significant difference in the score of administrators 

and faculty members. With regard to process in faculty 

development, administrators and faculty had significantly 

different responses to the following statements: (a) the 

university development programs were in line with the policy 

established; and (b) there were follow-up studies at the end 

of the programs. In the area of activities, significant 

differences were found with regard to the following: (a) 

more emphasis should be placed on studying abroad; (b) 

development programs should be extended to every academic 

area offered in the university; and (c) research should be 

promoted by providing release time from teaching. 

The major conclusions of the study resulted in several 

recommendations. Among these recommendations were 
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guidelines for establishing further studies. They were (a) 

there should be a study and comparison of the perceptions of 

administrators of the faculty development programs at every 

campus; (b) there should be a study and comparison of the 

perceptions of faculty members of the faculty development 

programs at every campus; (c) studies should be conducted to 

investigate faculty members' needs with regard to education, 

age, and academic field; and (d) research should be 

conducted to follow up the faculty members who have 

participated in faculty development programs, especially in 

the field of studying abroad. 

Srikoon (1978) studied the problems and deficiencies of 

instruction at the northeastern teachers' colleges. The 

following findings were presented. Instructors with 

bachelor's degrees had more problems pursuing further 

studies for higher degrees than instructors with degrees 

beyond the bachelor's. Instructors teaching different 

levels of students needed different support in conducting 

research and writing textbooks. Instructors with years of 

experience needed different support to further their 

studies. In terms of support in conducting research and 

writing textbooks, faculty members of science departments 

had the greatest number of problems. In contrast, faculty 

members of Thai language departments had the least number of 

problems. In terms of the support for further studies, 

faculty members from science departments needed the most 
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support, whereas faculty members of Thai language 

departments needed the least support. 

Kedsa (1982) examined Ramkhamhaeng University (the open 

university) faculty members' teaching effectiveness 

according to the students' opinion. The conclusions and 

recommendations were that Ramkhamhaeng University faculty 

members have a lower teaching effectiveness than 

effectiveness in any other areas. The administrators should 

improve effectiveness by offering workshops to develop good 

techniques and strategies which are appropriate to the 

university learning and teaching environment. 

The studies of faculty development in Thai universities 

support the findings that faculty development is perceived 

as important by administrators and faculty. However, lack 

of agreement among administrators and faculty regarding 

specific components of faculty development may be 

significant and warrant further study. Srikoon's study 

suggests that the needs of faculty must be assessed 

carefully to create programs that are broad enough to 

accommodate the different needs of faculty and staff from 

all disciplines. 

Current Concepts of Faculty Development in Thailand 

Harding et al. (1982) reported that in Thailand all 

permanent academic staff are government officials. But the 

Thai government has changed recently from a military 

dictatorship to a form of representative democracy. 
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Nevertheless, as part cf the culture, there remains in Thai 

universities a strong respect for "senior persons" who 

strongly influence the substance of faculty development 

programs and are somewhat resistant to change. 

Third World countries have given special attention to 

faculty development. Upgrading the qualifications of 

academics in their own disciplines has been of major 

importance. But the concept of faculty development has also 

included the improvement of teaching, and special units have 

been established in some universities for this and other 

purposes. At Chulalongkorn University, for example, 

training courses, workshops, and introduction programs for 

new staff had been carried out for some years before a staff 

development unit was formally established in 1976. Matters 

receiving attention more recently are the roles of heads of 

departments in staff development, the roles and 

responsibilities of academic advisors, and the quality of 

teaching at the graduate level. 

At Chulalongkorn University, the intention is to move 

from interdisciplinary workshops to activities within 

specific disciplines, and to shift the responsibility from 

the central unit to the faculties themselves: "staff 

development activities should be initiated and managed by 

interest groups established in each faculty" (Harding et 

al., p. 25), who should inter alia develop teaching 

techniques for their own discipline. The staff development 
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unit "will encourage the formation of the interest groups 

and support their subsequent activities" (p. 25). In 

addition to coordination of this kind, the staff development 

unit will seek to develop, working with the faculties, 

methodological skills in teaching, research, writing 

textbooks and scientific papers, and work for the 

development of appropriate attitudes and responsibilities in 

the university, including "teamwork, spirit and good human 

relationships" (p. 25). It is believed at Chulalongkorn 

University that "if the staff development policy is to 

appear interesting and to be widely accepted by staff, then 

programs will have to serve the various needs of academic 

staff" (p. 25). 

Universities in Third World countries, although often 

short of resources, tend to give high priority to upgrading 

the academic staff in their own disciplines. But there is 

general awareness of the importance of communicating 

knowledge as well as acquiring it, and many have moved 

significantly into the training of academic staff in 

teaching. Staffs in Third World universities are under 

heavy pressure, not only because of the work loads, as 

measured by staff-student ratios, but also because of their 

own needs to improve their qualifications and status. The 

opportunity to pursue a higher degree may not be available 

in their own countries, nor can they always be spared to 

take such courses, either at home or abroad. Thailand is 
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one of the few countries that recognizes and rewards certain 

foreign-degree holders at higher economic levels than 

holders of Thai degrees. This may be because Thailand's 

higher education instructional resources are not adequate to 

produce master's and doctoral graduates in sufficient 

numbers and of a quality sufficient to meet its human 

resource development needs. 

Shaw and Buasri (1968) found that improvement of the 

training level temporarily drains Thailand of teachers right 

in the midst of the quantity crisis. This creates a problem 

regarding the investment of resources, familiar in other 

contexts. It takes courage to send promising young teachers 

off to pursue graduate studies at the very moment one is 

searching to find additional teachers to meet increasing 

enrollments. But teachers must get more and improved 

training if the quality of education is to be improved. 

Ways should be explored to make training more easily 

available and less time consuming. Nevertheless, both 

administrators and faculty members in Thailand state that 

the faculty is the core of the college or university. While 

this may reflect vanity more than considered judgment, there 

is a little doubt that the quality of the faculty is a major 

determinant of the quality of a college or university. 

Faculty development in colleges and universities of 

teacher education in Thailand has a short history. Programs 

and projects are begun almost on blind faith based on the 
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belief that teaching can and must be improved. Little 

evaluation or research has been done on the effects of such 

development in either the short or the long term. As 

administrators and faculty members recognize the need to 

improve instruction in teacher education programs, they will 

support programs which develop better teaching practices. 

The preceding review of related literature is intended 

to develop a rationale for the study of faculty development, 

present the areas of faculty education which many programs 

have sought to develop,' and discuss the faculty development 

alternatives most commonly used in faculty in service 

education at present. The analysis of the philosophy, 

goals, and objectives of today's in-service faculty 

education has shown that the faculty needs for a wide 

variety of development alternatives are greater than ever 

before. A more student-oriented philosophy of education, a 

diminishing public trust in educational institutions, and 

technological advances in all fields of human endeavor are 

among the factors which are now making it imperative that 

universities implement programs that enable faculties to 

upgrade their personal and professional capabilities. 

The traditional emphasis on a conscientious preparation 

of the university faculties in their disciplines has shifted 

toward a comprehensive development of their theoretical 

educational knowledge, professional instructional skills, 

and humanistic educational and personal attitudes and 
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values. The administrators of today are expected to possess 

not only the qualities of a good scholar but also the 

knowledge and abilities of an excellent facilitator of 

learning, and the interpersonal skills to generate 

satisfaction for themselves and for those in their 

professional environment. 

The alternatives for faculty development at present are 

numerous. Nevertheless, this review of the literature 

suggests that only a small number of them can be expected to 

develop all the areas that are needed for the formation of 

the whole" educator. The majority of them have only been 

successful in this task when used within the structure of a 

carefully articulated faculty development program. Much of 

the success that some faculty development programs have 

attained should be attributed to the entities which have 

planned and implemented them. However, educational 

administrators, college and university consortia, the 

faculties themselves, and various other agencies continue to 

contribute their enthusiasm, financial resources, and 

expertise to personal and professional faculty development. 

Faculty development makes a number of significant 

contributions to comprehensive institutional planning in 

higher education. First, it broadens and enriches the^ 

conceptual framework of institutional planning and broadens 

the perspective upon many of the qualitative dimensions of 

the academic enterprise. Moreover, it engenders a 
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sensitivity to the broad range of human and organizational 

components of planned change. Faculty development provides 

a renewed emphasis upon and commitment to quality teaching 

and learning, the fundamental mission of most institutions 

of higher education. Finally, at a time when faculty as 

well as other constituencies are demanding greater, more 

direct participation in the planning process, faculty 

development offers a vehicle for educating faculty 

concerning the demands and opportunities of planned change. 

Faculty development is among the most important factors 

in the development of quality in higher educational 

institutions. It has evolved in response to many factors 

and concerns that have faced colleges and universities since 

the 1970s. The research literature indicates that there are 

often significant differences between administrators' and 

faculty members' perceptions of a faculty development plan. 

Among faculty members, perceptions of faculty development 

plans differed according to demographic data (Harding et 

al.,1982). The findings of these studies should be taken 

into consideration for existing and future faculty 

development plans in Thailand's universities. Research 

questions for this study were formulated from analysis of 

the issues in the literature which are still unresolved 

related to faculty development in Thailand. 



CHAPTER III 

SETTING AND DESIGN OF THE STUDY 

This chapter describes the setting of the study, the 

population, the construction of the survey instrument, the 

pilot study to validate it, the administration of the survey 

instrument, procedures for collection of data, treatment of 

the data, and the methods of data analysis. 

Population 

The population of this study was all full time 

administrators and faculty members at Srinakharmwirot 

University-Phitsanulok, Thailand, during the 1988-1989 

school year. This population totals 75 faculty members and 

50 administrators. All administrators and faculty members 

comprised the population for this study. 

Survey Instrument 

The survey instrument used in this study was adapted 

from the following dissertations: 

1. Maior Components of a Faculty Development Plan: A 

Case Study of the American School Foundation, Mexico City, 

Mexico, by Clark McHugh Kirkpatrick (1973) 

2. Faculty Development at the Institute Politecnico 

National, Mexico, by Josafat Adan-Figueroa (1978) 
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3. A Descriptive Study of the Percept-ions of Faculties 

and Administrators Toward the DeveJopment of Faculty 

Tnservice Training Within Public Community-Junior 

in Alabama, by Janice Raine Kennedy (1976) 

4. *,Wnistrativ» and Faculty Perceptions of Staff 

Development Needs in the Los Angeles Community Coll g 

District, by Vauncille Braddy Jones (1977) 

5. A Study of College Faculty and Administrators', 

Opinions about Effective Staff Development Programs in 

Thailand, by Premjit Kajonpai (1985) 

The questionnaire consists of two parts. 

Part I: The Personal Data Sheet 

Part I of the questionnaire contains 16 items used to 

obtain demographic data from the respondents (see Figure 1). 

Part T T S c o p e . Procedure and Process, —and 

Activities for Faculty Development 

Part II contains 37 items. Items 1 through 36 were 

ranked on a 6-point scale, ranging from "No Opinion" to 

"Great Importance." These items were designed to record the 

administrators' and faculty members' perceptions of a 

faculty development plan. Item 37 is the open-ended 

question. After appropriate revision, the items on the 

final survey instrument (see Appendix C) were grouped in 

three categories: 
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1. Policy and scope—items 1 through 12 

2. Procedure and process—items 13 through 24 

3 # Activities—items 25 through 36 

The following scale was employed for Questions 1 

through 36. 

No Little Great 
Opinion Importance Importance 
* * 

0 1 2 3 4 5 

The values assigned to the scale range from 0 to 5. A 

weight of 1 suggests little importance, and a weight of 5 

suggests great importance. Weights ranging from 2 to 4 

indicate intermediate degrees of importance, and a weight of 

0 indicates no opinion. This scale was used for scoring the 

survey instrument. 

The content validity of the questionnaire in the Thai 

language was obtained by submitting the questionnaire to 

five Thai educators: two experts in the field of 

administration, two in higher education, and one in 

educational research. Comments from these experts were used 

in an effort to choose those Thai terms which are the 

closest equivalents of the English terms used in the 

original items. In addition, when the pilot study was 

carried out, respondents were asked to provide information 

about the validity of the content to obtain suggestions to 

improve the validity of the survey instrument. 
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After the content validity of the revised questionnaire 

was approved, a pilot study was conducted with 40 Thai 

educators who have worked in the universities and teachers 

colleges in Thailand as administrators and faculty members 

and are now students at the University of North Texas and 

the University of Missouri at Columbia. 

First, the researcher gave these subjects Part II of 

the questionnaire and asked them to respond to all items. 

The second administration was carried out three weeks after 

receipt of the answers to the first questionnaire. 

Therefore, the measurement was applied to the results 

provided by those respondents who participated in both 

tests. Each respondent was asked to answer the 

questionnaire twice and to make suggestions and 

recommendations for improving the survey instrument. The 

purpose of the test-retest method was to determine if the 

questions were free of ambiguity. 

To determine the reliability of the questionnaire, a 

test-retest with the rank-order coefficient of correlation 

methods was used. The rank-order correlation coefficient 

was used because each item must be ranked twice using the 

same scale. The reliability of the instrument using the 

rank-order coefficient of correlation for each question is 

between .75 to .89 (see Appendix D). 
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Procedures for Collection of Data 

The data for this study were collected though the use 

of a questionnaire mailed to the research assistants at 

Srinakharinwirot University-Phitsanulok, Thailand. 

Data Collection 

The researcher requested permission to conduct this 

study in December, 1988, in a letter was written to the 

vice-president of SU-Phitsanulok, Phitsanulok, Thailand. 

This letter was co-signed by the researcher's major 

professor, Professor Howard W. Smith and Associate Professor 

F. Andrew Schoolmaster, the researcher's minor professor. 

When permission was granted in January, 1989, the 

questionnaires were distributed to administrators and 

faculty members of SU-Phitsanulok. 

Each respondent received a packet which contained a 

cover letter of explanation (see Appendix E), a copy of the 

questionnaire (see Appendix C), and the return envelope. 

The letter explained the purpose of this study and provided 

directions for responding. It informed the respondents that 

all data collected should be anonymous and that the data 

would be used only for this study. 

Within three weeks, the questionnaires from the 

respondents were collected. From a total of 125 

questionnaires, 80 were returned. The research assistants 

collected the remaining questionnaires from individuals who 

did not return them during the first stage. One week later, 
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a second copy of the questionnaire and a follow-up letter 

were sent to nonrespondents. The assistant researchers 

contacted respondents either in person or by telephone. All 

completed questionnaires (almost 81 percent) were returned 

by mail from Thailand to the researcher at the University of 

North Texas. The date collection process was completed in 

February, 1989. 

The responses to the questionnaires were coded and 

analyzed using the Statistical Package for Social Sciences 

(SPSS) and Statistical Analysis System (SAS) at the 

Computing Center of the University of North Texas. 

Treatment of the Data 

Each returned questionnaire was carefully examined for 

accuracy of completion by the researcher. Unfortunately, 

two respondents did not answer some questions and were coded 

as missing data. After checking and coding the returned 

questionnaires, the data were entered using the Statistical 

Analysis System (SAS) at the computing center of the 

University of North Texas. One hundred and one 

questionnaires were returned: 41 from administrators and 60 

from faculty members. 

Because of the small sample of administrators and 

faculty members, the researcher had to regroup the data on 

research questions 1 and 2 by "collapsing of cells (the 

combining of adjacent cells) to increase expected 

frequencies, which is regarded as an arbitrary practice and 
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extremely questionable" (Roscoe, 1975, p. 162). The 

regrouping of the data, and the results of the statistical 

analyses of the questionnaires are presented in Chapter IV. 

Primary analysis of the data for each item on the 

questionnaire was completed through application of 

statistical analysis consisting of frequency, mean, standard 

deviation, chi-square, t test, and correlation ratio. After 

all computations were made, data were entered into tables 

used to describe the results of statistical computations. 

Analysis of Data 

The data from the returned questionnaires were examined 

for all possible errors and missing data. Basic descriptive 

statistics were used to analyze, describe, and summarize the 

data. 

The following procedures were used in the analysis of 

data (Ferguson, 1981). 

The answers for each item on the questionnaire were 

assigned a code and entered into an IBM computer terminal at 

the UNT Data Processing Laboratory. Frequency, mean, 

percentage, and standard deviation were calculated. 

1. A chi-square test was used to determine whether the 

administrators' perceptions regarding the actual role of 

selected components of a faculty development plan are 

significantly different from the expected role at the .05 

level. 
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2. A chi-square test was used to determine whether the 

faculty members' perceptions regarding the actual role of 

selected components of a faculty development plan are 

significantly different from the expected role at the .05 

level. 

3. A t test was used to determine whether the 

perception of administrators and faculty members regarding 

the actual role of selected components of a faculty 

development plan are significantly different at the .05 

level. 

4. A t test was used to determine whether the 

perceptions of administrators and faculty members regarding 

the expected role of selected components of a faculty 

development plan are significantly different at the .05 

level. 

5. A correlation ratio (Eta) was used to analyze the 

relationship between the dependent variable, the 

administrators' perceptions regarding the actual role of 

selected components of a faculty development plan, and their 

demographic data (see Figure 1). 

6. A correlation ratio (Eta) was used to analyze the 

relationship between the dependent variable, the 

administrators' perceptions regarding the expected role of 

selected components of a faculty development plan, and their 

demographic data. 
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7. A correlation ratio (Eta) was used to analyze the 

relationship between the dependent variable, the faculty-

members ' perceptions regarding the actual role of selected 

components of a faculty development plan, and their 

demographic data. 

8. A correlation ratio (Eta) was used to analyze the 

relationship between the dependent variable, the faculty 

members' perceptions regarding the expected role of selected 

components of a faculty development plan, and their 

demographic data. 

9. Responses to the open-ended question are summarized 

in Chapter V. 



CHAPTER IV 

DATA ANALYSIS AND RESULTS 

This chapter presents the analysis of data collected 

for the study. The data were analyzed from the responses 

made to a questionnaire survey which was completed by 101 

respondents: 41 administrators and 60 faculty members from 

SU-Phitsanulok. Responses to the questionnaire items were 

summarized using the mean, standard deviation, t test, 

chi-square and correlation ratio statistical procedures. 

Responses to items on the second part of the 

questionnaire were recorded using a 6-point scale, with 

values from 1, for little importance, to 5, for great 

importance, 0, for no opinion, and a midpoint of 3.00. A 

mean score of 4.00 indicated high emphasis rather than low 

emphasis; on the other hand, a mean score of 2.00 on a 

statement suggested a relatively low emphasis on the item. 

The t test was used to determine if a statistically 

significant difference existed between the perceptions of 

administrators and the perceptions of faculty members 

regarding the actual role and expected role of selected 

components of a faculty development plan. The correlation 

ratio (Eta) was used to correlate the independent variables 

with the perceptions of administrators and faculty members 

regarding selected components of a faculty development plan, 

64 
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Because of the small sample of administrators and 

faculty members, the researcher regrouped the data only on 

research questions 1 and 2 by collapsing the values of 0, 1, 

and 2 to the new value of 1, for low importance; the value 

of 3 to the new value of 2, for important; and the values of 

4 and 5 to the new value of 3, for very important (see Table 

2). The chi-square was calculated to determine the 

difference between administrators' perceptions and faculty 

members' perceptions of the actual and expected role of each 

of the 36 items. The results of chi-square calculations 

were compared to determine which items each group identified 

as of low importance and of great importance. 

This chapter presents the result in two sections. The 

first section describes the demographic and professional 

characteristics of the respondents. The second section 

describes the perceptions of the participants regarding the 

actual and expected role of selected components of a faculty 

development plan. 

Characteristics of the Sample 

Sixteen items on the questionnaire were used to gather 

demographic data regarding the administrators and the 

faculty members of Srinakharinwirot University-Phitsanulok: 

(a) gender, (b) age, (c) position, (d) years of experience 

at SU-Phitsanulok, (e) previous experience in other 

institutions, (f) highest degree earned, (g) faculty 
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Table 1 

Demographic Characteristics of Administrators and 

Faculty Members at SU-Phitsanulok 

Classification Adminis- Faculty 
trators Members 

N % N % 

Gender: 

Male 
Female 

30 
11 

73.2 
26.8 

33 
27 

55.0 
45.0 

Age: 

24-35 years 
36-44 years 
45-60 years 

6 
22 
13 

14.6 
53.7 
31.7 

17 
22 
21 

28.3 
36.7 
35.0 

Years of Experience at SU-Phitsanulok: 

1-8 years 
9-15 years 
16 and over 

12 
16 
13 

29.3 
39.0 
31.7 

23 
21 
16 

38.3 
35.0 
26.7 

Previous Experience in other Institutions : 

Elementary School, Secondary School, 
High School, and Vocational School 

Colleges and Universities 
No Experience 

19 
8 

14 

46.3 
19.5 
34.1 

29 
4 

27 

48.3 
6.7 

45.0 

Highest Degree Earned: 

Bachelor's 
Master's 
Doctorate 

2 
31 
8 

4.9 
75.6 
19.5 

6 
47 
7 

10.0 
78.3 
11.7 

Faculty Affiliation: 

Education 
Sciences 
Humanities 
Social Sciences 

13 
8 

13 
7 

31.7 
19.5 
31.7 
17.1 

19 
15 
16 
10 

31.7 
25.0 
26.7 
16.6 
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Classification Adminis- Faculty 
trators Members 

N % N % 

Personal Goal in Terms of an Advanced 
Degree: 

Master's 
Doctorate 
Others 

2 
26 
13 

4.9 
63.4 
31.7 

6 
35 
19 

10.0 
58.3 
31.7 

Pursuit of an Advanced Degree: 

Yes 
No 

26 
15 

63.4 
36.6 

36 
24 

60.0 
40.0 

Academic Rank: 

Professor 
Associate Professor 
Assistant Professor 
Instructor 

7 
17 
17 

17.0 
41.5 
41.5 

2 
8 

22 
28 

3.3 
13.4 
36.7 
46.6 

Place of Attainment of Highest Degree: 

Thailand 
Another Country 

30 
11 

73.2 
26.8 

43 
17 

71.7 
28.3 

Familiarity with the Faculty Development 
Plan: 

Very Familiar 
Somewhat Familiar 
Unfamiliar 

9 
27 
5 

22.0 
65.9 
12.1 

6 
36 
18 

10.0 
60.0 
30.0 

Previous Experience Using the Faculty 
Development Plan: 

Yes 
No 

12 
29 

29.3 
70.7 

18 
42 

30.0 
70.0 

Level of Satisfaction with Position at 
SU-Phitsanulok: 

Dissatisfied 
Satisfied 
Very Satisfied 

16 
25 

39.0 
61.0 
0.0 

25 
26 
9 

41.7 
43.3 
15.0 
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Table 1 (continued) 

Classification Adminis- Faculty 
trators Members 

N % N % 

Level of Satisfaction with Salary at 
SU-Phitsanulok: 

Dissatisfied 12 29.3 21 35.0 
Satisfied 26 63.4 27 45.0 
Very Satisfied 3 7.3 12 20.0 

Level of Satisfaction with Teaching Loads 
at SU-Phitsanulok: 

Dissatisfied 23 56.1 31 51.7 
Satisfied 15 36.6 23 38.3 
Very Satisfied 3 7.3 6 10.0 

affiliation, (h) personal goal in terms of an advanced 

degree, (i) pursuit of an advanced degree, (j) academic 

rank, (k) place of attainment of highest degree, (1) 

familiarity with the faculty development plan, (m) previous 

experience using a faculty development plan, (n) level of 

satisfaction with position at SU-Phitsanulok, (o) level of 

satisfaction with salary at SU-Phitsanulok, and (p) level of 

satisfaction with teaching loads at SU-Phitsanulok. The 

demographic characteristics of administrators and faculty 

members at SU-Phitsanulok are summarized in Table 1. 

General Characteristics of Respondents 

Data presented in Table 1 represent the demographic 

variables for all administrators and faculty members. The 
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discussion in this section reflects data which were obtained 

from 101 respondents. Discussion of the demographic 

variables is presented below. 

Gender 

Responding to the sample were 63 men (33 faculty 

members, 30 administrators) and 38 women (27 faculty members 

11 administrators). Most administrators and faculty members 

were male. 

Age 

The respondents were grouped into three age categories. 

Twenty-three respondents (6 administrators, 17 faculty 

members) were 24 to 35 years of age. Forty-four respondents 

(22 administrators, 22 faculty members) were 36 to 44 years 

of age. Thirty-four respondents (21 faculty members, 

13 administrators) were 46 to 60 years of age. 

Years of Experience at SU-Phitsanulok 

The responses indicated that thirty-five respondents 

(12 administrators, 23 faculty members) had from 1 to 8 

years of experience. Thirty-seven respondents (21 faculty 

members, 16 administrators) had from 9 to 15 years of 

experience. Twenty-nine respondents (13 administrators, 

16 faculty members) had 16 years or more of experience. 
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Previous Experience in other Institutions 

Forty-one respondents (14 administrators, 27 faculty 

members) had no experience, whereas forty-eight respondents 

(19 administrators, 29 faculty members) had experience 

teaching in elementary school, secondary school, high 

school, or vocational school. Only twelve respondents 

(8 administrators, 4 faculty members) had experience 

teaching in a college or university. 

Highest Degree Earned 

Most respondents, seventy-eight (31 administrators, 

47 faculty members) held a master's degree. Fifteen 

respondents (8 administrators, 7 faculty members) had 

completed a doctoral degree. Only eight (2 administrarors, 

6 faculty members) held a bachelor's degree. 

Faculty Affiliation 

Data presented in Table 1 indicate that the greatest 

number of respondents were affiliated with the Education 

(13 administrators, 19 faculty members) and the Humanities 

(13 administrators, 16 faculty members). The smallest 

group belonged to the Sciences (15 faculty members, 

8 admistrators) and the Social Sciences (7 administrators, 

10 faculty members). 

Personal Goal in Terms of an Advanced Degree 

Most respondents, sixty-one (35 faculty members, 

26 administrators), identified study for a doctoral degree 
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as a personal goal, whereas eight (6 faculty members, 

2 administrators) want to study for a master's degree. 

Thirty-two respondents identified visiting scholars, 

exchanges and inter-university visitations, inservice 

programs, mini-sabbatical leaves, and certificate in a 

specific field as a personal goal. 

Pursuit of an Advanced Degree 

The greatest number of respondents, sixty-two 

(26 administrators, 36 faculty members), would like to 

pursue an advanced degree. Only thirty-nine (24 faculty 

members, 15 administrators) did not desire to pursue an 

advanced degree. 

Academic Rank 

The greatest number of respondents, forty-five 

(28 faculty members, 17 administrators) were instructors. 

Thirty-nine respondents (17 administrators, 22 faculty 

members) were assistant professors. Fifteen respondents 

(8 faculty members, 7 administrators) were associate 

professors. Only two faculty members held the rank of 

professor. The researcher included the two professors 

with the associate professors when the correlation ratios 

were calculated. 

Place of Attainment of Highest Degree 

Most respondents, seventy-three (30 administrators, 

43 faculty members) had obtained their highest degree in 
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Thailand. Twenty-eight (11 administrators, 17 faculty 

members) had obtained their highest degree in another 

country. 

Familiarity with the Faculty Development Plan 

As shown in Table 1, most respondents, sixty-three 

(27 administrators, 36 faculty members) were somewhat 

familiar with the faculty development plan. Twenty-three 

respondents (5 administrators, 18 faculty members) were 

unfamiliar with the plan. Only 15 respondents (6 faculty 

members, 9 administrators) were very familiar with the plan. 

Previous Experience Using the Faculty Development Plan 

Data presented in Table 1 indicate that thirty 

respondents (12 administrators, 18 faculty members) had some 

experience with the plan, whereas seventy-one respondents 

(29 administrators, 42 faculty members) had no experience 

with the plan. 

Level of Satisfaction with Position at SU-Phitsanulok 

Data presented in Table 1 show level of satisfaction of 

respondents with their position. Only nine faculty members 

were very satisfied with their position. Fifty-one 

respondents (25 administrators, 26 faculty members) were 

satisfied with their position. Forty-one respondents 

(16 administrators, 25 faculty members) were dissatisfied 

with their position. 
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Level of Satisfaction with Salary at SU-Phitsanulok 

Data presented in Table 1 indicate that fifteen 

respondents (3 administrators, 12 faculty members) were very 

satisfied with their salaries. Fifty-three respondents 

(26 administrators, 27 faculty members) were satisfied with 

their salaries. Thirty-three respondents (12 administrators, 

21 faculty members) were dissatisfied with their salaries. 

Level of Satisfaction with Teaching Loads at 

SU-Phitsanulok 

Nine respondents (3 administrators, 6 faculty members) 

were very satisfied with their teaching loads. Thirty—eight 

respondents (15 administrators, 23 faculty members) were 

satisfied with their teaching loads. Fifty-four respondents 

(23 administrators, 31 faculty members) were dissatisfied 

with their teaching loads. 

Results Pertaining to the Questions of the Study 

This section presents the results of the major research 

questions of the study. The first research question was Is 

there a significant difference between the perceptions of 

administrators regarding the actual role and expected role 

of selected components of a faculty development plan? 

Chi-square was used to test research question 1. Only 

item 15 revealed a significant difference at the .05 level 

(see Table 2). When the administrators were asked whether 
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Table 2 

Chi-square Values for the Perceptions of Administrators 

Regarding the Actual and Expected Role of Selected 

Components of a Faculty Development Plan 

Expected Role 
Item 
Number Actual Role 1 2 3 Total 

15 1 8 
50.00 

100.00 

5 
31.25 
45.45 

3 
18.75 
13.64 

16 
39.02 

2 0 
0.00 
0.00 

6 
50.00 
54.55 

6 
50.00 
27.27 

12 
29.27 

3 0 
0.00 
0.00 

0 
0.00 
0.00 

13 
100.00 
59.09 

13 
31.71 

Total 8 
19.51 

11 
26.83 

22 
53.66 

41 
100.00 

Chi-square = 2 7 .37 P = 0.000* 

*significant at .05 level 

Scale: 1 = Low Important 
2 = Important 
3 = Very Important 

study leaves should be granted to faculty members who have 

rendered a minimum of one year of teaching service, a 

significant difference between administrators' perceptions 

of the actual role was found. The results regarding the 

actual and expected role of selected components of a faculty 

development plan revealed that a large number of 
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administrators agreed that faculty members should be granted 

leave only if they have taught a minimum of one year. 

The second research question was Is there a significant 

difference between the perceptions of faculty members 

regarding the actual role and expected role of selected 

components of a faculty development plan? 

Chi-square was used to test research question 2. 

Chi-square values are above the significance value of .05 

(i.e., not significant). These results did not reveal a 

significant difference between the perceptions of faculty 

members regarding the actual and expected role of selected 

components of a faculty development plan. 

The third research question was Is there a significant 

difference between the perceptions of administrators and the 

perceptions of faculty members regarding the actual role of 

selected components of a faculty development plan? 

The t test was used to test research question 3. The t 

test values presented in Table 3 are significantly different 

at the .05 level. It was also found that items 1, 4, 19, 

23, 24, and 30 (see Appendix C) were perceived by both 

groups as the six items of greatest importance. 

The six items on which there were significant 

differences at the .05 level are as follows: item 1 (the 

Center for Faculty Development recently established on the 

campus is an advantage to faculty members); item 4 (the most 

immediate need for faculty development on this campus is for 
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Table 3 

t-test Values for the Perceptions of Administrators and 

Faculty Members Regarding the Actual Role of Selected 

Components of a Faculty Development Plan 

Item 
Number 

Group N Mean S. D. T P 

1 Administrators 41 2.00 0. 97 
Faculty Members 60 1.53 0. 98 2.23 0 .021* 

4 Administrators 41 3.41 1. 28 
Faculty Members 60 2.90 1. 23 2.03 0 . 045* 

19 Administrators 41 2.44 1. 16 
Faculty Members 60 1.83 1. 38 2.31 0 .023* 

23 Administrators 41 2.32 1. 19 
Faculty Members 60 1.80 1. 20 2.13 0 .036* 

24 Administrators 41 2.24 0. 99 
Faculty Members 60 1.77 1. 15 2.19 0 .031* 

30 Administrators 41 2.05 0. 97 
Faculty Members 60 1.57 0. 96 2.46 0 .016* 

*significant at .05 level 

the faculty members to upgrade their qualifications by 

obtaining a higher degree); item 19 (the incentives used to 

motivate faculty participation in faculty development 

programs include: extra pay, raise in salary, and/or 

promotion); item 23 (the university provides for faculty 

input in planning, implementing, and/or evaluating 

activities); item 24 (the university promotes active 

participation of the faculty in informal enrichment 
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programs); and item 30 (team teaching was implemented to 

help in planning, teaching, and evaluating course topics, 

"initiating" new faculty members, and refining the abilities 

of the experienced ones). The discrepancies found between 

the two groups on the above six items may be related to the 

individual's perspective of special interest and their 

perception of these items as of great importance to a 

faculty development plan. 

Results regarding the actual role of selected 

components of a faculty development plan revealed that 

administrators and faculty members felt that a faculty 

development plan should include the Center for Faculty 

Development, upgrading faculty members, motivation, 

implementation and evaluation, informal enrichment programs, 

and team teaching to enhance faculty participation in the 

plan. 

The fourth research question was Is there a significant 

difference between the perceptions of administrators and the 

perceptions of faculty members regarding the expected role 

of selected components of a faculty development plan? 

Similarly, the t test was used to test research 

question 4. The differences in t test values presented in 

Table 4 are significant at the .05 level. Items 1, 2 and 3 

(see Appendix C) were perceived by both groups as the items 

of greatest importance. 
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Table 4 

t-test Values for the Perceptions of Administrators and 

Faculty Members Regarding the Expected Role of Selected 

Components of a Faculty Development Plan 

Item 
Number 

Group N_ Mean S.D. T P 

1 Administrators 41 4.29 0.81 
.022* Faculty Members 60 1.18 0.89 2.33 0 .022* 

2 Administrators 41 4.20 0.81 
.006* Faculty Members 60 3.53 1.55 2.80 0 .006* 

3 Administrators 41 4.63 0.62 
.018* Faculty Members 60 4.25 0.99 2.30 0 .018* 

*significant at .05 level 

The three items for which the t test values were 

significantly different at the .05 level are as follows: 

item 1, item 2 (the Center for Faculty Development assists 

in building faculty morale), and item 3 (the office of 

international relations under the assistant vice president 

for foreign affairs has made great efforts to promote 

academic exchange programs in cooperation with foreign 

organizations). The discrepancies found between the two 

groups on the above three items may be related to the 

perception of these components as very important to faculty 

development. 
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Results regarding the expected role revealed that both 

administrators and faculty members felt that a faculty 

development plan should emphasize the Center for Faculty 

Development, faculty morale, and academic exchange programs 

in cooperation with foreign organizations. 

The fifth research question was How are the independent 

variables related to the administrators' perceptions 

regarding the actual role of selected components of a 

faculty development plan? 

The correlation ratio (Eta) was used to test research 

question 5. The correlation ratio values presented in Table 

5 are significantly different at the .05 level. The 

independent variables were significantly related to 

administrators' perceptions regarding the actual role of the 

following items: age on items 7, 11, 17, and 25 (see 

Appendix C), years of experience at SU-Phitsanulok on items 

7, 12, 25, 26, 31, 35, and 36; highest degree earned on 

items 25 and 31; personal goal in terms of an advanced 

degree on items 25 and 29; academic rank on items 1, 23, 24, 

25, and 26; place of attainment of highest degree on item 

25; faculty affiliation on item 8; previous experience in 

other institutions on items 6 and 32; familiarity with the 

faculty development plan on items 4, 8, 9, 10, 11, 12, 15, 

16, 17, 19, 20, 21, 23, 24, 25, 26, 27, 32, and 34; 

experience using the faculty development plan on items 20 

and 36; satisfaction with position on items 3, 4, 8, 10, 11, 
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Correlation Ratio Values for the Perceptions of 

Administrators Regarding the Actual Role of 

Selected Components of a Faculty Development Plan 
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Independent Item 
Variable Number 

DF SS-B SS-•T Eta F P 

Gender: 
11 2 4.40 40. .05 0.33 4.81 0. .034* 

Age: 
.004* 7 3 12.18 48, .44 0.50 6.38 0. .004* 

11 3 5.92 40 .05 0.38 2.39 0, .048* 
17 3 8.79 55 .02 0.40 3.61 0, .035* 
2 5 3 6.68 37 .61 0.42 4.11 0 .024* 

Years of Experience 
at SU-Phitsanulok: 

7 . 3 9.14 48 .44 0.43 4.42 0 .019* 
12 3 6.45 42 .44 0.39 3.40 0 .044* 
25 3 6.38 37 .61 0.41 3.88 0 .029* 
26 3 5.33 25 .02 0.46 5.14 0 .011* 
31 3 3.28 20 .49 0.40 3.62 0 .036* 
35 3 5.75 39 .12 0.38 3.27 0 .049* 
36 3 3.53 24 .20 0.38 3.25 0 .050* 

Highest Degree Earned: 

25 3 8.64 37 .61 0.48 5.66 0 .007* 
31 3 3.27 20 .49 0.40 3.61 0 .037* 

Personal Goal in Terms 
of an Advanced Degree: 

25 3 6.56 37 .61 0.42 4.02 0 .026* 
29 3 4.59 30 .88 0.39 3.02 0 .047* 

Academic Rank: 

1 4 5.70 38 .00 0.39 3.35 0 .046* 
23 4 13.47 56 .88 0.49 5.89 0 .006* 
24 4 7.41 39 .56 0.43 4.38 0 .019* 
25 4 9.61 37 .61 0.51 6.52 0 .004* 
26 4 5.43 25 .02 0.47 5.26 0 .010* 
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Independent 
Variable 

Item DF 
Number 

SS-B SS-T Eta 

Place of Attainment 
of Highest Degree: 

Faculty Affiliation: 

Previous Experience in 
other Institutions: 

Familiarity with the 
Faculty Development 
Plan: 

Experience Using the 
Faculty Development 
Plan: 

25 

6 
32 

4.58 37.61 0.35 5.41 0.025* 

4 13.47 65.90 0.45 3.17 0.036* 

4 9.32 58.44 0.40 3.61 0.037* 
4 5.75 36.98 0.39 3.50 0.040* 

4 3 15. 34 65. 95 0. 48 5. 76 0. 007* 
8 3 15. 30 65. 90 0. 48 5. 74 0. 007* 
9 3 23. 11 60. 00 0. 62 11. 90 0. 000* 

10 3 8. 48 44. 20 0. 44 4. 51 0. 018* 
11 3 14. 29 40. 05 0. 60 10. 54 0. 000* 
12 3 7. 68 42. 44 0. 43 4. 20 0. 023* 
15 3 28. 64 93. 51 0. 55 8. 38 0. 001* 
16 3 15. 66 69. 21 0. 48 5. 56 0. 008* 
17 3 17. 26 55. 02 0. 56 8. 68 0. 001* 
19 3 19. 34 54. 10 0. 60 10. 57 0. 000* 
20 3 7. 46 36. 78 0. 45 4. 84 0. 014* 
21 3 11. 89 46. 78 0. 50 6. 48 0. 004* 
23 3 24. 07 56. 88 0. 65 13. 94 0. 000* 
24 3 12. 46 39. 56 0. 56 8. 74 0. 001* 
25 3 6. 72 37. 61 0. 42 4. 13 0. 024* 
26 3 4. 80 25. 02 0. 44 4. 51 0. 018* 
27 3 10. 03 41. 12 0. 49 6. 13 0. 005* 
32 3 6. 75 36. 98 0. 43 4. 25 0. 022* 
34 3 21. 39 55. 02 0. 62 12. 09 0. 000* 

20 2 4.07 36.78 0.33 4.85 0.034* 
36 2 5.07 24.20 0.46 10.34 0.003* 



Table 5 (continued) 

82 

Independent 
Variable 

Item DF 
Number 

SS-B SS-T Eta 

Satisfaction with 
Position: 

Satisfaction with 
Salary: 

Satisfaction with 
Teaching Loads: 

3 
4 
8 

10 
11 
16 
17 
21 
29 
32 
33 
34 

10 
11 
17 
19 
21 
29 
32 
33 
34 

9 
10 
13 
17 
26 

3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 
3 

8.39 54 
8.99 65 
8.71 65 
9.09 44 
7.77 40 

11.22 69 
13.53 55 
7.99 46 
3.78 30 
4.19 36 
3.75 36 
7.43 55 

6.46 44 
7.76 40 

11.40 55 
12.22 54 
10.41 46 
4.75 30 
5.41 36 
5.54 36 

10.15 55 

39 
95 
90 
20 
05 
22 
02 
78 
88 
98 
39 
02 

39 7, 
37 6 
36 5, 
45 10. 
44 9 
40 7, 
50 12. 
41 8 
35 
34 
32 
37 

20 0.38 
05 0.44 
02 0.46 
10 0.48 
71 0.47 

0 
0 
0 
0, 

88 
98 
39 
02 

39 
38 
39 
43 

9.18 60.00 0.39 
6.52 44.20 0.38 
8.04 49.12 0.40 

13.75 55.02 0.50 
5.02 25.02 0.45 

3 
4 
4 
5 
5 
3 
3 
3 
4 

12 
16 
94 
09 
39 
55 
71 
03 
44 
98 
48 
09 

25 
57 
96 
54 
45 
45 
25 
41 
30 

011* 
018* 
020* 
003* 
004* 
009* 
001* 
007* 
025* 
032* 
041* 
018* 

0.050* 
0.017* 
0.012* 
0.008* 
0.008* 
0.042* 
0.050* 
0.043* 
0.021* 

3.43 0.043* 
3.29 0.048* 
3.72 0.033* 
6.23 0.004* 
4.77 0.014* 

'significant at .05 level 
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16, 17, 21, 29, 32, 33, and 34; satisfaction with salary on 

items 10, 11, 17, 19,21, 29, 32, 33, and 34; and 

satisfaction with teaching loads on items 9, 10, 13, 17, and 

26. 

In relating the independent variables to the 

administrators' perceptions regarding the actual role of 

selected components of a faculty development plan, the 

rankings according to frequency of significant differences 

at the .05 level are as follows: item 25 (orientation and 

consultants: administrators and educational experts 

introduce and offer their professional consulting services 

in planning and conducting faculty and staff orientation and 

development of teaching programs) had the highest frequency 

of significant differences (7 out of 14 independent 

variables). 

Item 11 (the university encourages work for all 

university personnel—faculty members, administrators, 

nonacademic and support staff, as well as interested 

citizens) and item 17 (the university supplies adequate 

time, resources, and money for successful completion of 

activities) had the second highest frequency of significant 

differences (5 out of 14 independent variables). 

Item 10 (the university encourages faculty members to 

plan personal professional goals for faculty development 

programs), item 26 (workshops: faculty members, usually 

under the guidance of an activity director, get together to 
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revise curricula, receive training in new teaching 

techniques, and discuss innovations in their profession for 

periods ranging from one day to two weeks), and item 32 

(graduate courses and inservices programs: preparation is 

generally geared toward improving teaching by encouraging 

faculty to work toward a higher degree in some 

specialization; credit is earned through summer, evening, 

and weekend courses, independent study, and research 

projects) had the third highest frequency of significant 

differences (4 out of 14 independent variables). 

Item 8 (the university encourages faculty to take leave 

of absence for short-term and long-term training with pay), 

item 21 (the university provides systematic procedures to 

ascertain faculty needs), item 29 (community work: the 

faculty initiates committees to revise curricula, select 

teaching materials, schedule courses, discuss teaching 

strategies, and prepare examination materials), and item 34 

(research and publication: research in various areas of 

education is encouraged, the results of the studies are 

presented to interested groups through specialized 

publications, radio and television, lectures, panels, and 

round table discussions) had the fourth highest frequency of 

significant differences (3 out of 14 independent variables). 

No significant difference in relating pursuit of an 

advanced degree to the administrators' perceptions regarding 

the actual role of selected components of a faculty 
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development plan was found. 

Results regarding the actual role of selected 

components of a faculty development plan showed that the 

majority of the administrators focused on orientation and 

consultants, teamworks, supply adequate time and resources, 

workshops, graduate courses and inservice programs. The 

other respondents felt that motivation, leave of absence, 

committee work, and research and publication should be 

provided in the plan. 

The sixth research question was How are the independent 

variables related to the administrators' perceptions 

regarding the expected role of selected components of a 

faculty development plan? 

The correlation ratio (Eta) was used to test research 

question 6. The Eta values in Table 6 are significantly 

different at the .05 level. The following correlations 

between independent variables and expected role of items on 

the questionnaire were also found: gender was correlated 

with items 14, 31, 32, and 33 (see Appendix C); age was 

correlated with items 11, 19, 20, 25, 26, 27, 29, 30, 34, 

and 36; years of experience at SU-Phitsanulok was correlated 

with items 2, 22, 25, 26, 27, 30, and 36; academic rank was 

correlated with items 3, 4, 19, 25, 26, 30, and 36; faculty 

affiliation was correlated with items 2, 5, and 16; previous 

experience in other institutions was correlated with items 

22, 27, 33; familiarity with the faculty development plan 
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Table 6 

Correlation Ratio Values for the Perceptions of 

Administrations Regarding the Expected Role of 

Selected Components of a Faculty Development Plan 

Independent 
Variable 

Item DF SS-B SS-T Eta 
Number 

Gender: 

Age: 

Years of Experience 
at SU-Phitsanulok: 

14 2 5 . 07 49 .12 0 .32 4 .49 0 .041* 
31 2 12 . 30 84 .05 0 .38 6 .69 0 .014* 
32 2 4. 77 48 .78 0 . 3 1 4 .23 0 .047* 
33 2 3 . 51 29 .56 0 .34 5 .26 0 .027* 

11 3 8 . 22 36 .49 0 .47 5 .52 0 .008* 
19 3 22 . 18 67 .76 0 .57 9 .25 0 .001* 
20 3 16 . 28 75 . 8 1 0 .46 5 .19 0 .010* 
25 3 22 . 93 60 .44 0 . 62 11 . 6 1 0 .000* 
26 3 13 . 43 57 .12 0 .48 5 .84 0 .006* 
27 3 13 . 43 49 .12 0 .52 7 .15 0 .002* 
29 3 9 . 86 52 .88 0 .43 4 .36 0 .020* 
30 3 28 . 19 67 . 8 1 0 .64 13 .52 0 .000* 
34 3 8 . 55 43 . 8 1 0 .44 4 . 6 1 0 .016* 
36 3 29 . 79 65 .76 0 .67 15 .74 0 .000* 

2 3 7 . 46 26 .44 0 . 53 7 .47 0 .002* 
22 3 8. 88 58 .78 0 .39 3 .38 0 .045* 
25 3 15 . 89 60 .44 0 . 5 1 6 .78 0 .003* 
26 3 9 . 10 57 .12 0 .40 3 .60 0 .037* 
27 3 12 . 69 49 .12 0 . 5 1 6 . 62 0 .003* 
30 3 14 . 20 67 . 8 1 0 .46 5 .03 0 .012* 
36 3 13 . 93 65 .76 0 .46 5 . 1 1 0 .011* 



87 

Table 6 (continued) 

Independent Item DF SS-•B SS -T Eta F P 
Variable Number 

Academic Rank: 

3 4 2. 44 15 .51 0. 40 3 .54 0. 039* 
4 4 9. 56 47 .51 0. 45 4 .79 0. 014* 

19 4 15. 37 67 .76 0. 48 5 .57 0. 008* 
25 4 9. 48 60 .44 0. 40 3 .54 0. 039* 
26 4 9. 21 57 .12 0. 40 3 .65 0. 036* 
30 4 10. 56 67 .81 0. 39 3 .51 0. 040* 
36 4 18. 78 65 .76 0. 53 7 .60 0. 002* 

Faculty Affiliation: 

2 4 5. 22 26 .44 0. 44 3 .04 0. 041* 
5 4 6. 21 27 .95 0. 47 3 .52 0. 024* 

16 4 19. 30 81 .81 0. 49 3 .81 0. 018* 

Previous Experience in 
other Institutions: 

22 3 8. 63 58 .78 0. 38 3 .27 0. 049* 
27 3 9. 88 49 .12 0. 45 4 .78 0. 014* 
33 3 4. 60 29 .56 0. 39 3 .50 0. 040* 

Familiarity with the 
Faculty Development 
Plan: 

21 3 7. 83 43 .90 0. 42 4 .12 0 .024* 

Experience Using the 
Faculty Development 
Plan: 

Satisfaction with 
Teaching Loads: 

28 2 8. 83 58. 44 0. 39 6 .94 0 .012* 

10 3 3. 90 24. 49 0. 40 3 .60 0 .037* 
13 3 11. 64 59. 02 0. 44 4 .67 0 .015* 
17 3 13. 49 80. 00 0. 42 3 .98 0 .027* 
18 3 17. 76 69. 90 0. 50 6 .47 0 .004* 

significant at .05 level 
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was correlated with item 21; experience using the faculty 

development plan was correlated with item 28; and 

satisfaction with teaching loads was correlated with items 

10, 13, 17, and 18. Administrators perceived the expected 

role of these components of a faculty development plan as 

the items of greatest importance. 

In relating the independent variables to the 

administrators' perceptions regarding the expected role of 

selected components of a faculty development plan, the 

rankings according to frequency of significant differences 

at the .05 level are as follows: items 25, 26, 27 (exchanges 

and inter-university visitations: one or more faculty 

members visit others universities to observe and/or teach 

classes; they interact and share experiences with host 

faculties and administrators for relatively short of time, 

not to exceed one year), item 30 (team teaching: team of two 

or more faculty members are formed, the members of each team 

help each other in planning, teaching, and evaluating course 

topic, and refining the abilities of the experienced one), 

and item 36 (microteaching: the university encourages 

experimental teaching sessions, frequently videotaped, in 

which the number of variables is reduced so that attention 

can be focused on specific steps of the procedure) had the 

highest frequency of significant differences (3 out of 9 

independent variables). 
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Item 2 (the Center for Faculty Development assists in 

building faculty morale), item 19 (the incentives used to 

motivate faculty participation in faculty development 

programs include: extra pay, raise in salary and/or 

promotion), item 22 (the university provides for faculty 

input in planning, implementing, and/or evaluating 

activities), and item 33 (professional organizations: 

professional organizations sponsor activities such as 

workshops which concern the members) had the second highest 

frequency of significant differences (2 out of 9 independent 

variables). 

No significant differences in relating the 

administrators' perceptions regarding the expected role of 

selected components of a faculty development plan were found 

for the following independent variables: highest degree 

earned, personal goal in terms of an advanced degree, 

pursuit of an advanced degree, place of attainment of 

highest degree, and level of satisfaction with position and 

salary. 

With regard to the expected role of selected components 

of a faculty development plan, administrators indicated it 

was important that a faculty development plan should relate 

directly to orientation and consultants, workshops, 

exchanges and inter-university visitations, team teaching, 

and microteaching. 
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The seventh research question was How are the 

independent variables related to the faculty members' 

perceptions regarding the actual role of selected components 

of a faculty development plan? 

The correlation ratio (Eta) was used to test research 

question 7. The Eta values presented in Table 7 are 

significantly different at the .05 level. The following 

correlations between independent variables and actual role 

of items on the questionnaire were also found: age was 

correlated with item 24; years experience at SU-Phitsanulok 

was correlated with item 32; personal goal in terms of an 

advanced degree was correlated with item 35; pursuit of an 

advanced degree was correlated with items 7 and 8; academic 

rank was correlated with item 32; place of attainment of 

highest degree was correlated with item 30; faculty 

affiliation was correlated with items 17, 21, 27, and 35; 

previous experience in other institutions was correlated 

with item 12; familiarity with the faculty development plan 

was correlated with items 1, 7, 8, 9, 11, 12, 17, 20, 22, 

23, 27, 28, and 32 (see Appendix C); experience using the 

faculty development plan was correlated with items 1, 11, 

20, 21, and 22; satisfaction with position was correlated 

with items 4, 23, 25, 26, 27, and 32; and satisfaction with 

teaching loads was correlated with item 3. 
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Correlation Ratio Values for the Perceptions of 

Faculty Members Regarding the Actual Role of 

Selected Components of a Faculty Development Plan 
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Independent 
Variable 

Item DF SS-B SS-T Eta F P 
Number ~ ~~ 

Age: 

Years of Experience 
at SU-Phitsanulok: 

24 3 74.51 74.73 0.32 3.18 0.049* 

32 3 8.07 66.18 0.35 3.96 0.025* 

Personal Goal in Terms 
of an Advanced Degree: 

35 3 7.24 68.00 0.33 3.40 0.045* 

Pursuit of an Advanced 
Degree: 

Academic Rank: 

Place of Attainment 
of Highest Degree: 

Faculty Affiliation: 

7 2 6.83 75.83 0.30 5.74 0.021* 
8 2 10.35 94.10 0.33 7.17 0.013* 

32 4 9.20 66.18 0.37 4.60 0.014* 

30 2 3.80 52.64 0.27 4.51 0.040' 

17 4 8. 74 58. 18 0. 39 5. 04 0. ,027 
21 4 10. 50 77. 65 0. 37 2. 92 0. ,042 
27 4 13. 54 71. 00 0. 44 4. 40 0. ,008 
35 4 9. 13 70. 00 0. 36 2. 80 0, ,048 
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Independent 
Variable 

Item DF SS-B SS-T Eta 
Number 

Previous Experience in 
other institutions: 

12 5.92 56.85 0.32 3.31 0.044* 

Familiarity with the 
Faculty Development 
Plan: 

Experience Using the 
Faculty Development 
Plan: 

1 3 12. 11 56 .64 0 .46 7 .75 0 .001* 
7 3 22. 31 75 .73 0 .54 11 .90 0 .000* 
8 3 12. 14 94 .10 0 .36 4 .22 0 .021* 
9 3 10. 40 98 .17 0 .33 3 .38 0 .044* 

11 3 9. 33 55 .73 0 .41 5 .73 0 .006* 
12 3 10. 33 56 .85 0 .43 6 .33 0 .004* 
17 3 6. 80 58 .17 0 .34 3 .77 0 .031* 
20 3 6. 12 60 .03 0 .32 2 .23 0 .049* 
22 3 6. 85 63 .66 0 .33 3 .44 0 .041* 
23 3 9. 83 84 .95 0 .34 3 .73 0 .032* 
27 3 9. 41 70 .75 0 .36 4 .37 0 .018* 
28 3 5. 35 49 .80 0 .33 3 .43 0 .042* 
32 3 7. 80 66 .14 0 .34 3 .81 0 .030* 

Satisfaction with 
Position: 

1 2 9. 24 54 .21 0 .41 11 .92 0 .001* 
11 2 5. 87 53 .72 0 .33 7 .11 0 .012* 
20 2 6. 58 59 .26 0 .33 7 .24 0 .011* 
21 2 10. 23 74 .25 0 .37 9 .27 0 .005* 
22 2 5. 05 61 .93 0 .29 5 .15 0 .031* 

4 3 9. 89 88 .58 0 .33 3 .58 0 .036* 
23 3 11. 05 84 .95 0 .36 4 .26 0 .020* 
25 3 7. 36 50 .54 0 .38 4 .86 0 .012* 
26 3 6. 33 58 .54 0 .33 3 .46 0 .041* 
27 3 9. 20 70 .75 0 .36 4 .26 0 .020* 
32 3 7. 46 66 .14 0 .34 3 .62 0 .035* 
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Table 7 (continued) 

Independent Item DF SS-B SS-T Eta 
Variable Number 

Satisfaction with 
Teaching Loads: 

3 12.13 88.93 0.37 4.50 0.015* 

*significant at .05 level 

In relating the independent variables to the faculty 

members' perceptions regarding the actual role of selected 

components of a faculty development plan, the rankings 

^according to frequency of significant differences at the .05 

level are as follows: item 32 had the highest frequency of 

significant differences (4 out of 12 independent variables). 

Item 27 had the second highest frequency of significant 

differences (3 out of 12 independent variables). 

No significant differences in relating the faculty 

members' perceptions regarding the actual role of selected 

components of a faculty development plan were found for the 

independent valuables: gender, highest degree earned, and 

level of satisfaction with salary. 

Regarding the actual role of selected components of a 

faculty development plan, the faculty members agreed that 

graduate courses and inservice programs, and exchanges and 

inter-university visitations should be provided. 
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The eighth research question was How are the 

independent variables related to the faculty members' 

perceptions regarding the expected role of selected 

components of a faculty development plan? 

The correlation ratio (Eta) was used to test research 

question 8. The Eta values presented in Table 8 are 

significantly different at the .05 level. The following 

correlation between independent variables were significantly 

related to faculty members' perceptions of expected role of 

the following items: gender was correlated with items 17, 

21, 22, 23, 24, 32, 34, and 35 (see Appendix C); age was 

correlated with items 9 and 17; personal goal in terms of an 

advanced degree was correlated with items 5, 8, and 9; 

academic rank was correlated with item 5; place of 

attainment of highest degree was correlated with items 9 and 

22; previous experience in other institutions was correlated 

with items 33, 35, and 36; familiarity with the faculty 

development plan was correlated with items 5, 7, 10, 17, 21, 

22, 24, 32, 34, 35, and 36; experience using the faculty 

development plan was correlated with items 1, 2, 13, 15, and 

17; satisfaction with position was correlated with items 4 

and 32; and satisfaction with salary was correlated with 

item 32. 

In relating the independent variables to the faculty 

members * perceptions regarding the expected role of selected 

components of a faculty development plan, the rankings 
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Correlation Ratio Values for the Perceptions of 

Faculty Members Regarding the Expected Role of 

Selected Components of a Faculty Development Plan 
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Independent 
Valuable 

Item DF 
Number 

SS-B SS-T Eta 

Gender: 

Age: 

Personal Goal in Terms 
of an Advanced Degree: 

Academic Rank: 

Place of Attainment 
of Highest Degree: 

17 2 7 .21 78 .85 0. 30 5 .84 0 . 019* 
21 2 12 .09 94 .93 0. 36 8 .47 0 .005* 
22 2 17 .02 101 .93 0. 41 11 .63 0 .001* 
23 2 9 .86 99 .93 0. 31 6 .35 0 .015* 
24 2 6 .53 84 .18 0. 28 4 .88 0 .031* 
32 2 6 .60 63 .93 0. 32 6 .68 0 .012* 
34 2 4 .15 34 .18 0. 35 8 .01 0 .006* 
35 2 15 .05 68 .98 0. 47 16 .17 0 .002* 

9 3 4 .38 42 .98 0. 32 2 .23 0 .047* 
17 3 8 .74 78 .85 0. 33 3 .55 0 .035* 

5 3 7 .45 53 .52 0. 37 4 .61 0 .016* 
8 3 8 .13 68 .62 0. 34 3 .83 0 .031* 
9 3 4 .76 42 .50 0. 33 3 .59 0 .038* 

5 4 8 .04 54 H
 

00
 

0. 39 4 .96 0 .010* 

9 2 3 .65 42 .75 0. 29 5 .41 0 .025* 
22 2 7 .58 101 .93 0. 27 4 .66 0 .037* 
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Independent 
Valuable 

Item DF 
Number 

SS-B SS-T Eta 

Previous Experience in 
other Institutions: 

Familiarity with the 
Faculty Development 
Plan: 

Experience Using the 
Faculty Development 
Plan: 

Satisfaction with 
Position: 

33 3 5 . 78 44 .33 0 .36 4 .35 0 .017* 
35 3 7 . 96 68 .98 0 .34 3 .72 0 .030* 
36 3 14 . 27 121 .65 0 .34 3 .79 0 .029* 

5 3 5 . 56 53 .56 0 . 32 3 .30 0 .047* 
7 3 11 . 35 103 .93 0 .33 3 .49 0 .039* 

10 3 10 . 12 76 .17 0 .36 4 .37 0 .019* 
17 3 9 . 60 78 .85 0 .35 3 .95 0 .026* 
21 3 21 . 26 93 .73 0 .48 8 .37 0 .001* 
22 3 19 . 48 101 . 93 0 .44 6 .73 0 .003* 
24 3 11 . 13 84 .17 0 .36 4 .34 0 .018* 
32 3 6 . 65 63 .93 0 .32 3 . 3 1 0 .046* 
34 3 4 . 94 33 .56 0 .38 4 .92 0 .012* 
35 3 17 . 14 68 . 3 1 0 .50 9 .55 0 .000* 
36 3 21 . 33 121 .53 0 . 42 6 .07 0 .005* 

1 2 5. 64 76 .88 0 .27 4 .59 0 .005* 
2 2 15 . 54 136 . 2 1 0 .34 7 .45 0 .010* 

13 2 6 . 42 81 .37 0 .28 4 .96 0 .034* 
15 2 9. 63 128 .56 0 .27 4 .70 0 .039* 
17 2 6 . 10 76 .84 0 .28 5 .00 0 .034* 

Satisfaction with 
Salary: 

4 
32 

32 

3 6 . 9 2 6 2 . 1 4 0 . 3 3 
3 9 . 2 7 6 3 . 9 3 0 . 3 8 

3 . 5 7 0 . 0 3 7 * 
4 . 8 4 0 . 0 1 2 * 

8 . 1 7 6 3 . 9 3 0 . 3 6 4 . 1 8 0 . 0 2 2 * 

*significant at .05 level 
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according to frequency of significant differences at the .05 

level are as follows: items 17 and 32 had the highest 

frequency of significant differences (4 out of 10 

independent variables). Item 5 (opportunities for faculty 

members to study at the doctoral level have been 

emphasized), item 9 (the university encourages faculty 

members to conduct research and/or publish), item 22, and 

item 35 (sabbatical leave and/or mini-subbatical leave: the 

university encourages and financially supports faculty 

members to do research and/or to get advanced degree in 

Thailand or foreign country) had the second highest 

'-frequency of significant differences (3 out of 10 

independent variables). 

No significant differences in relating the faculty 

members' perceptions regarding the expected role of selected 

components of a faculty development plan were found for the 

following independent variables: years of experience at 

SU-Phitsanulok, highest degree earned, faculty affiliation, 

pursuit of an advanced degree, and level of satisfaction 

with teaching loads. 

Results regarding expected role revealed that faculty 

members perceived it to be important that a faculty 

development plan provide adequate time and resources, and 

support graduate courses and inservice programs, pursuit of 

an advanced degree, conduct research and/or publication, 

faculty needs, and sabbatical leaves as well as 
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mini-subbatical leave. 

Summary of Results 

Descriptive and inferential statistical procedures were 

employed to analyze the data. Research questions 1 and 2 

were tested using the chi-square statistical procedure. 

Research questions 3 and 4 were tested using the t test 

statistical procedure. Research questions 5, 6, 7, and 8 

were analyzed using correlation ratio statistical 

procedures. 

The results of the analysis indicated that only for 

item 15 was there a significant difference between the 

perceptions of administrators regarding the actual and 

expected role of selected components of a faculty 

development plan. There was no significant difference 

between the perceptions of faculty members regarding the 

actual and expected role of selected components of a faculty 

development plan. The results of the t test applied to 

research question 3 indicate that there were significant 

differences between the perceptions of administrators and 

the perceptions of faculty members regarding the actual role 

of selected components of a faculty development plan 

described in items 1, 4, 19, 23, 24, and 30. The analysis 

of the data for research question 4 shows that there were 

significant differences between the perceptions of 

administrators and the perceptions of faculty members 

regarding the expected role of selected components of a 
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faculty development plan described in items 1, 2, and 3. 

With regard to rearch questions 5, 6,7, and 8, significant 

differences between administrators' and faculty members' 

perceptions of several components of a faculty development 

plan were related to the demographic variables of gender, 

age, years of experience at SU-Phitsanulok, previous 

experience in other institutions, highest degree earned, 

faculty affiliation, personal goal in terms of an advanced 

degree, pursuit of an advanced degree, academic rank, place 

of attainment of highest degree, familiarity with the 

faculty development plan, previous experience using the 

faculty development plan, level of satisfaction with 

position, salary, and teaching loads. More discussion of 

the results is provided in Chapter V. 

Finally, both administrators and faculty members showed 

a high degree of agreement on their perceptions that a 

faculty development plan is of great importance in 

Srinakharinwirot University at Phitsanulok, Thailand. 



CHAPTER V 

SUMMARY, FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 

Summary 

This chapter presents a brief restatement of the 

problem, setting, and design of the study, followed by a 

discussion of the findings regarding administrators' and 

faculty members' perceptions of a faculty development plan 

at SU-Phitsanulok, Thailand. Some conclusions and 

recommendations for further research are included. 

The purposes of this study were as follows: 

1. To compare the perceptions of administrators and 

faculty members with regard to the actual role and expected 

role of selected components of a faculty development plan. 

2. To determine how the demographic classifications of 

administrators and faculty members are related to the 

perceptions of administrators and faculty members regarding 

the actual and expected role of selected components of a 

faculty development plan. 

This study was designed to answer the following 

questions related to the faculty development plan. 

1. Is there a significant difference between the 

perceptions of administrators regarding the actual role and 

expected role of selected components of a faculty 

development plan? 

100 
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2. Is there a significant difference between the 

perceptions of faculty members regarding the actual role and 

expected role of selected components of a faculty 

development plan? 

3. Is there a significant difference between the 

perceptions of administrators and the perceptions of faculty 

members regarding the actual role of selected components of 

a faculty development plan? 

4. Is there a significant difference between the 

perceptions of administrators and the perceptions of faculty 

members regarding the expected role of selected components 

of a faculty development plan? 

5. How are the perceptions of administrators regarding 

the actual role of selected components of a faculty 

development plan related to their demographic data (see 

Figure 1)? 

6. How are the the perceptions of administrators 

regarding the expected role of selected components of a 

faculty development plan related to their demographic data? 

7. How are the perceptions of faculty members 

regarding the actual role of selected components of a 

faculty development plan related to their demographic data? 

8. How are the perceptions of faculty members 

regarding the expected role of selected components of a 

faculty development plan related to their demographic data? 



102 

The survey instrument consisted of two parts. The 

first part contained 16 items which recorded personal data 

and academic characteristics of the subjects. The second 

part included 37 items classified according to three 

categories: policy and scope—items 1 through 12, procedure 

and process—items 13 through 24, and activities—items 25 

through 36. Item 37 was the open-ended question. The 

questionnaire was adapted from dissertations developed by 

Kirkpatrick (1973), Adan-Figueroa (1978), Kennedy (1976), 

Jones (1977), Kajonpai (1985), and from the review of 

literature of faculty development plans and programs. The 

questionnaire was revised based on the findings of a study, 

and then was approved by five Thai educators in the fields 

of administration, higher education, and educational 

research. 

Permission to conduct the study in Thailand was granted 

by the vice-president of SU-Phitsanulok. The questionnaires 

were accompanied by a letter which encouraged the 

respondents to cooperate with the investigator in providing 

the desired information. The questionnaires were 

distributed and collected by the research assistants at 

SU-Phitsanulok, Thailand. The questionnaire was 

administered to 125 administrators and faculty members at 

SU-Phitsanulok. A total of 101 subjects (41 administrators 

and 60 faculty members), or 80.8 percent responded. 

Respondents checked two 6-point scales. One scale 
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represented the actual role and the other represented the 

expected role of selected components of a faculty 

development plan. 

The data obtained were analyzed through the following 

procedures. The chi-square was used to test for significant 

differences between the perceptions of administrators and 

the perceptions of faculty members regarding the actual and 

expected role of selected components of a faculty 

development plan. The t test was used to test for 

significant differences between the perceptions of 

administrators and the perceptions of faculty members 

regarding the actual role and expected role of selected 

components of a faculty development plan. The correlation 

ratio was used to test for relationships among the 

demographic data and the administrators' perceptions 

regarding the actual role and expected role of selected 

components of a faculty development plan. It was also used 

to test for relationships among the demographic data and the 

faculty members' perceptions regarding the actual role and 

expected role of selected components of a faculty 

development plan. The Statistical Analysis System (SAS) and 

the Statistical Package of Social Sciences (SPSS) were 

utilized at the University of North Texas Computing Center. 

The research questions stated in this study were tested 

at the .05 level of significance. The analysis and the 

interpretation of the data were presented in Chapter IV. 
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The following discussion of the findings of the study is 

based on the demographic data and the perceptions of faculty 

members and the perceptions of administrators regarding the 

actual and expected role of selected components of a faculty 

development plan. 

Discussion of Data Findings 

The responses to the questionnaire items were similar 

for both groups in the sample. The comparative results 

revealed no major differences between administrators' and 

faculty members' perceptions of a faculty development plan. 

This was true for the actual role as well as for the 

expected role. In Thailand, administrators and faculty 

members have a great deal of respect for each other. There 

is no clear division between the two groups. Each listens 

to the other and accepts the validity of the other's point 

of view. Each group considers the other's priorities as 

equally important as its own priorities. Such mutual 

respect may be a function of general cultural pattern or 

bond in the fact that administrators are elected by the 

faculty from the faculty for limited. In either was the 

mutual respect between administrators and faculty will 

probably assist in the further development of faculty 

development programs. 

The overall findings of the study indicate that faculty 

development at SU-Phitsanulok, as it is currently 

implemented, needs to be better organized, and respondents 
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agreed that more time should be spent planning and 

establishing a model for a future faculty development plan. 

The following are the findings of the study based on 

the demographic data and responses of administrators and 

faculty members regarding the actual role and expected role 

of selected components of a faculty development plan. 

Demographic Findings 

1. The data in Table 1 indicate that the majority of 

the administrators responding to the study were male, 36 to 

44 years of age, with 9 to 15 years of experience at 

SU-Phitsanulok. The major portion of their previous work 

experience was in elementary school, secondary school, high 

school, or vocational school. They had earned master's 

degrees in Thailand, desired a doctoral degree and responded 

"Yes" to pursuit of an advanced degree. They were "somewhat 

familiar" with the faculty development plan, had not used 

the faculty development plan, and were "satisfied" with 

their positions and salaries, but were "dissatisfied" with 

their teaching loads. 

2. The data in Table 1 indicate that the majority of 

faculty members responding to the study were male, 36 to 44 

years of age, with 1 to 8 years of experience at 

SU-Phitsanulok. The major portion of their previous work 

experience was in elementary school, secondary school, high 

school, or vocational school. They had earned master's 

degrees in Thailand, belonged to the Faculty of Education, 
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desired a doctoral degree and responded "Yes" to pursuit of 

an advanced degree. The majority were ranked as 

instructors. They were also "somewhat familiar" with the 

faculty development plan, had used the faculty development 

plan, were "satisfied" with their positions and salaries, 

but were "dissatisfied" with their teaching loads. 

Findings of Research Questions 

This section is organized according to the research 

questions. 

1. On item 15 (study leaves should be granted to 

faculty members who render teaching service for over a 

year), congruence between administrators' perceptions of the 

actual and expected role was found. The chi-square was 

statistically significant; the contingency coefficient was 

equal to 0.633. Although no research studies are related to 

this finding, some logical, reasonable explanations may be 

suggested. The administrators are also faculty members for 

whom teaching and administering are primary tasks. As 

faculty members, they consider it important for instructors 

to gain teaching experience before they are granted 

sabbatical leaves to pursue an advanced degree. 

It is not surprising that the perceptions of faculty 

members regarding the actual and expected role of selected 

components of a faculty development plan were not 

significantly different. In the current situation in 

Thailand, the younger faculty members often consider the one 
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year minimum requirement of teaching experience as flexible. 

2. There appeared to be no significant differences in 

the perceptions of faculty members regarding the actual and 

expected role of selected components of a faculty 

development plan. 

The probability values indicated that there were no 

significant differences between the perceptions of faculty 

members regarding the actual and expected role of selected 

components of a faculty development plan at the .05 level. 

The two items with probability values closest to the level 

of significance were item 27 (exchanges and inter-university 

visitations) and item 15 (study leaves). Interestingly, 

both values indicated true confidence of 93 percent and 92 

percent. In order to be statistically significant at the 

.05 level, the probability values must reach or exceed a 

true confidence of 95 percent. Results for each 

questionnaire item for the actual and the expected role 

range from 0.074 to 0.895, which indicates no statistically 

significant difference between the perceptions of faculty 

members. 

Based on the findings for research questions 1 and 2, 

administrators and faculty members tended to agree on items 

of little importance and items of great importance in all 

categories. This supports the findings of Al-Harthi (1985) 

and Kirkpatrick (1973), which showed that there were no 

significant differences between the perceptions of 
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administrators and the perceptions of faculty members 

regarding faculty development needs. Earlier studies, 

however, found different results regarding the perceptions 

of administrators and faculty members. Padchoomporn (1986) 

revealed that the opinions from both groups on the areas of 

faculty development programs were at a moderate level of 

significant difference based on the scores of administrators 

and faculty members. Zoni (1986) found that the perceptions 

of administrators and faculty members concerning 

institutional support differed noticeably with regard to the 

institutional practices of orientation for new faculty, 

'financial support for meetings, and adjustments in 

assignments to accommodate faculty development needs. Jones 

(1978) concluded that one-fourth to one-half of 

administrators and faculty identified all items as areas of 

need for staff development. Newman (1981) concluded that 

the perceptions of administrators and faculty members 

concerning both current and ideal faculty development were 

generally in agreement. 

Administrators in Thai universities are considered 

faculty members in administrative positions because 

administrators come from faculty ranks and are elected by 

their colleagues. This may explain the considerable 

agreement between the two groups. Administrators hold 

administrative positions for two years (president and 

vice-presidents), or four years (deans, associate deans, 
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heads of departments, and division chairpersons), with the 

opportunity to retain their positions another two or four 

years by re-election, although no one can serve more than 

two consecutive terms. After their terms expire, 

administrators must return to their original faculty rank. 

Because they are elected by their peers and because they 

know tenure in administration is limited, administrators 

must show respect for faculty opinions, concern about their 

needs, and understand their situation. Thus, administrators 

seem to work closely with faculty members to satisfy their 

needs and raise morale. 

The agreement between groups may also be explained by 

the institutional influences on teaching improvement, 

institutional morale, the quality of libraries, equipment 

and staff assistance, the flexibility and commitment of the 

top administration, and the nature of the incentives and 

rewards for improvement. Thus, administrators and faculty 

members may have viewed this study as an opportunity to 

express their strong feeling that there is an immediate need 

for a faculty development plan. Both groups may have seen 

this study as an opportunity to express their feeling about 

the need to change their circumstances and to be more 

involved in the social and political environment that 

surrounds the teaching and learning process, which will 

require a new approach to faculty development. 
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3. As reflected in Table 3, the present study showed 

significant differences between the perceptions of 

administrators and faculty members with regard to the actual 

and expected role of selected components of a faculty 

development plan in the areas of the Center for Faculty 

Development, upgrading faculty members, motivation, planning 

implementation and evaluation, informal enrichment program, 

and team teaching. This finding substantiates and supports 

previous studies. Riegle (1981) summarized that faculty 

development emphasizes the organization of the institution. 

McClain (1977) defined staff development as encouraging 

personal growth, enhancing learning experience, improving 

teaching and strengthening the counseling techniques of 

college personnel. Bergquist and Phillips (1978) advocated 

a comprehensive approach to faculty development. They noted 

three categories within which faculty may seek improvement: 

personal, institutional, and organizational. 

This finding substantiates and supports other previous 

studies. For example, Riegle (1987) indicated that 

organizational development emphasizes the needs, priorities, 

and organization of institutions. He also stated that 

professional development emphasizes the growth and 

development of individual faculty in their professional 

role. Gaff (1975) stated that faculty will change when the 

are praised, recognized, and rewarded for effectiveness and 

for improvement. In his review of four models of faculty 
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development prevalent in Thailand, Harding et al. (1982) 

stated that the public health model stresses the influence 

of such environmental factors as "rewards and recognition." 

Chait and Gueths (1981) suggested that the reward system may 

be the most important of the six design criteria which 

should be included in a faculty development program. They 

suggested that faculty development should focus on 

professional roles and activities normally associated with 

faculty status rather than on individual, program, or 

organizational needs, and the faculty development program 

should not be a peripheral, tangential add-on available here 

and there, now and then. McClain (1977) found that an 

acceptable "reward system was of least importance" to the 

panel of experts in McClain's study. Bergquist and Phillips 

(1978) noted three categories within which faculty members 

may seek improvement: personal, instructional, and 

organizational. Eble (1972), and Eble and McKeachie (1985) 

indicated that faculty development should support faculty 

members' personal growth and encourage individuals to 

develop additional skills, consider the potential for 

promoting faculty growth, continue learning from their 

teaching experience, and increase opportunities for faculty 

to learn from one another. The findings of this study 

regarding administrators' and faculty members' perceptions 

of professional growth are consistent with the findings of 

the literature reviewed. Both groups believe that 
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specialization exists to define and support the professional 

growth of faculty members, administrators, students, and the 

institutions. 

The findings regarding the importance of the Center for 

Faculty Development, upgrading faculty members, motivation, 

implementation and evaluation, informal enrichment programs, 

and team teaching differ from the findings of other studies. 

4. Examination of the data in Table 4 showed 

significant differences between the perceptions of 

administrators and faculty members regarding the expected 

role of selected components of a faculty development plan in 

the areas of the Center for Faculty Development, faculty 

morale, and academic exchange programs in cooperation with 

foreign organizations. This finding substantiates and 

supports previous studies. Baldridge (1971) believes that 

the effective use of staff development provides a means for 

a university to inventory its human resources and to plot 

meaningful strategies to tackle the problem of growth, and 

to encourage any reforms which may be needed. Bergquist and 

Phillips (1978) concluded that organizational development is 

composed of team building, decision making, conflict 

management, problem solving, and managerial development. In 

his review of models or philosophies of faculty development 

prevalent in Thailand, Harding et al. (1982) stated that the 

authoritarian model is found most often in institutions 

whose objectives are specific and the "means to achieve 
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those objectives are known"; consequently, staff are 

required to participate in programs structured to affect 

"attitudes, knowledge and competence." It is believed that 

at Chulalongkorn University that if the staff development 

policy is to appear interesting and to be widely accepted by 

staff, then programs will have to serve the various needs of 

academic staff. 

A reasonable conclusion could be that both 

administrators and faculty members share immediate daily 

working experience, and similar duties, responsibilities, 

and activities. In addition, these results may be explained 

because both groups face similar problems, such as 

ineffectiveness of the Center for Faculty Development, lack 

of faculty morale, and shortage of academic exchanges in 

cooperation with foreign organizations in the 

administration. 

5. For the majority of administrators, the following 

independent variables were highly correlated with 

orientation and consultants: age, years of experience at 

SU-Phitsanulok, highest degree earned, personal goal in 

terms of an advanced degree, academic rank, place of 

attainment of highest degree, and familiarity with the 

faculty development plan. Orientation and consultants 

should be provided for a specific purpose based on faculty 

needs. Improved scheduling of orientation and consultants 

which would enable them to meet faculty, possibly on 
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curriculum days, should be considered. Related to these 

findings is the fact that improving the faculty development 

plan at SU-Phitsanulok is a pressing need. 

For the majority of administrators, only gender, age, 

familiarity with the faculty development plan, satisfaction 

with position and salary were highly correlated with 

perceive group work for academic and nonacademic personnel, 

and supply adequate time and resources. 

For the majority of administrators, only familiarity 

with the faculty development plan, satisfaction with 

position and salary were highly correlated with professional 

goals, workshops, and graduate courses and inservice 

programs. 

For the majority of administrators, only faculty 

affiliation, familiarity with the faculty development plan, 

and satisfaction with position were high correlated with 

leave of absence, faculty needs, committee work, and 

research and publication. 

A reasonable conclusion about these findings regarding 

faculty development activities that administrators consider 

the following items important faculty development 

activities: orientation and consultants, encourage teamwork, 

adequate resources, plan personal professional goals, 

workshops, graduate courses and inservice programs, 

short-term and long-term training, systematic procedures to 

ascertain faculty needs, committee work, research and 
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publication. 

6. For the majority of administrators, the following 

independent variables were highly correlated with 

orientation and consultants, workshops, exchanges and 

inter-university visitations, team teaching, and 

microteaching: age, years of experience at SU-Phitsanulok, 

and academic rank. 

As reflected in the data in Table 6, for the majority 

of administrators, only years of experience at 

SU-Phitsanulok and faculty affiliation were highly 

correlated with the faculty morale, motivation, activities, 

and professional organizations. 

The results concerning the items with the highest 

probability of contributing to the implementation of a 

faculty development plan were the following: orientation and 

consultants, workshops, exchanges and inter-university 

visitations, team teaching, microteaching, the Center for 

Faculty Development, reward system, activities, and 

professional organizations. Therefore, they can be used by 

individuals or groups as self-sufficient means to achieve 

this purpose, and contribute highly to the improvement of a 

faculty development plan. 

7. For the majority of faculty members, the following 

independent variables were highly correlated with graduate 

courses and inservice programs: years experience at 

SU-Phitsanulok, academic rank, familiarity with the faculty 
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development plan, satisfaction with position. 

For the majority of faculty members, only faculty 

affiliation, familiarity with the faculty development plan, 

and satisfaction with position were highly correlated with 

exchanges and inter-university visitations. 

A reasonable explanation for these findings is that 

graduate courses and inservice programs, and exchanges and 

inter-university visitations have been perceived as 

important to planning and successfully implementing a large 

number of faculty development alternatives. 

8. For the majority of faculty members, the following 

independent variables were highly correlated with supply 

adequate time and resources, and graduate courses and 

inservice programsi gender, age, previous experience using 

the faculty development plan, and satisfaction with position 

and salary. 

As shown in the data in Table 8, for the majority of 

faculty members, only gender, age, academic rank, place of 

attainment of highest degree, previous experience in other 

institutions, and familiarity with the faculty development 

plan were highly correlated with opportunity to study at the 

doctoral level, conduct research and/or publication, 

activities, and sabbatical leave and mini-sabbatical leave. 

A possible explanation for this finding may be that 

supplies, adequate time and resources, graduate courses and 

inservice programs, pursuit of an advanced degree, conduct 
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research and/or publication, activities, and sabbatical 

leaves, and mini-sabbatical leaves are considered of great 

importance in the plan. 

Conclusions 

The review of literature in this research indicated 

that a faculty development plan can be a means of bringing 

about change within the campus, addressing the need for 

flexibility, efficiency, and effectiveness. A faculty 

development plan can also be a means for reordering 

priorities within the faculty. Overall, results of this 

study indicate a high level of agreement between both groups 

with regard to their perceptions of a faculty development 

plan. This agreement may be because both groups feel that 

there is an immediate need for a faculty development plan in 

this university. It seems that establishing a faculty 

development plan on campus should lead to cooperation among 

administrators and faculty members to fulfill community 

needs, to elevate their morale and status, to share 

responsibility for improving policy and scope, procedure and 

process, and activities, and to acquire accountability for 

implementations. From the findings of this study, the 

following conclusions were drawn: 

1. There are no major differences between 

administrators and faculty members related to their 

perceptions of a faculty development plan, and both 

administrators and faculty members are ready to work closely 
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with each other on faculty development patterns which can 

lead to a better understanding and orientation of their 

efforts toward achieving of the goals and objectives related 

to their needs and institutional needs. 

2. Faculty members perceptions of the actual and 

expected role of selected components of a faculty 

development plan were consistent to a greater degree than 

were the perceptions of administrators. 

3. Significant differences exist between the 

perceptions of administrators and faculty members regarding 

the actual role of selected components of a faculty 

development plan. They were, however, in agreement and 

elements as the Center for Faculty Development, upgrading 

faculty members, motivation, planning implementation and 

evaluation, informal enrichment programs, and team teaching. 

4. Significant differences between the perceptions of 

administrators and faculty members regarding the expected 

role of selected components of a faculty development plan 

were found. They were, however, very much in agreement in 

their assessment of the expected role of the Center for 

Faculty Development, faculty morale, and academic exchange 

programs in cooperation with foreign organizations. 

5. All of the independent variables except pursuit of 

an advanced degree seem to be correlated with the 

perceptions of administrators regarding the actual role of 

selected components of a faculty development plan. The 
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following independent variables: highest degree earned, 

personal goal in terms of an advanced degree, pursuit of an 

advanced degree, place of attainment of highest degree, and 

level of satisfaction with position and salary were 

uncorrelated with the perceptions of administrators 

regarding the expected role of selected components of a 

faculty development plan. 

6. All of the independent variables except gender, 

highest degree earned, and level of satisfaction with salary 

seem to be correlated with the perceptions of faculty 

members regarding the actual role of selected components of 

a faculty development plan. The following independent 

variables: years of experience at SU-Phitsanulok, highest 

degree earned, faculty affiliation, pursuit of an advanced 

degree, and level of satisfaction with teaching loads were 

uncorrelated with the perceptions of faculty members 

regarding the expected role of selected components of a 

faculty development plan. 

7. Evaluation should be an integral part of all future 

faculty development plans. 

8. The overall results of this study suggested a great 

deal of understanding and agreement about faculty 

development issues among administrators and faculty members. 

They would grasp what could be utilized, feel more 

professional, and perhaps more successful, should the 

faculty development plan be changed to reflect the desires 
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of the sample. 

Recommendations 

Based on the findings and conclusions of this study, 

the following recommendations are offered for faculty 

development at SU-Phitsanulok, Thailand. 

1. Planning of faculty development should encourage 

involvement of both academics and nonacademics in the 

establishment of goals and objectives for a faculty 

development plan. 

2. A faculty development plan which incorporates 

policy and scope, procedure and process, and activities 

should be established at SU-Phitsanulok. The selected 

components of a faculty development plan should be utilized, 

explained, and identified more widely, then they should be 

introduced in a future faculty development plan at this 

campus. 

3. The faculty development plan activities should 

provide for a variety of activities to meet individual, 

group needs and interests. 

4. Future faculty development plans should be funded 

on short-term, and long-term bases. Funds must be provided 

to support on-campus and off-campus faculty development 

plans. 

5. Faculty morale must be linked with the faculty 

development plan. 
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6. The faculty development plan should include wide 

dissemination of information, professional libraries, 

graduate courses, exchange programs, consultants, workshops, 

educational technologies, and supply adequate time and 

resources, and money for successful completion of 

activities. 

7. The faculty development plan should specify clearly 

the responsibilities of individuals within the Center for 

Faculty Development. 

8. The faculty development plan should improve 

communication of goals and objectives of activity to the 

participants. In addition, activities should be designed 

based on the needs of participants. 

9. The faculty development plan should offer a 

comprehensive orientation program for new faculty members. 

10. The faculty development plan should include 

released time and/or financial support for travel 

experiences and participation at this campus. 

11. The faculty development plan format should be 

determined by the target group. 

12. The faculty development plan should be a 

continuous process and encourage improvement of the Faculty 

Development Center and orientation and the use of 

consultants. 

13. Both intrinsic and extrinsic motivation should be 

utilized to encourage faculty development. 
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Finally, administrators and faculty members mentioned 

in this study should focus and work together on policy and 

scope, procedure and process, and activities to facilitate a 

better understanding and provide more knowledge for a 

faculty development plan. Perhaps this study can serve as a 

source of knowledge to help improve faculty development at 

SU-Phitsanulok. 

Recommendations for Further Research 

On the basis of the findings and conclusions of this 

study, the following recommendations for further study are 

made. 

1. The survey instrument developed in this study 

should be subjected to further tests by using it in research 

within SU-Phitsanulok and in other universities. The 

results of such use of the instrument might lead to further 

refinements. 

2. The population of this study should be surveyed 

again within a pertinent period of time in order to 

determine monitor changes in their perceptions over time. 

The results of the new study would be used as a frame of 

reference to identify and/or design other valuable faculty 

development alternatives. 

3. More research is needed in the area of faculty 

development to determine the possible variation of results 

due to differences in methodology. 
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4. Other research instruments should be constructed to 

continue research in determining sources of faculty 

development, particularly in higher education. 

5• Survey instruments should include an interview 

section to provide additional useful information and 

contribute to facilitating better understanding of the 

perceptions of faculty development plans. 

6. This study was conducted only at the SU-Phitsanulok 

campus and used a sample of 101 respondents. It is 

recommended that the study be conducted at all campuses 

located outside metropolitan areas in Thailand, and that the 

sample size be increased. 
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A FACULTY DEVELOPMENT PLAN QUESTIONNAIRE 

PART I: PERSONAL DATA SHEET 

INSTRUCTIONS 

Please check the response that best describes or 
applies to you in each following items. 

1. Gender: 
Female ( ) Male ( ) 

2. Age: 
years. 

3. Position: 
Administrator ( ) Faculty Member ( ) 

4. Years of Experience at SU-Phitsanulok: 
years. 

5. Previous Experience in other Institutions: 
Teachers College ( ) Vocational School ( ) 
Secondary School ( ) Elementary School ( ) 
None ( ) Other ( ) 

6. Highest Degree Earned: 
Bachelor's ( ) Master's ( ) 
Doctorate ( ) Other ( ) 

7. Faculty Affiliation: • 
Education ( ) Humanities ( ) 
Sciences ( ) Social Sciences ( ) 

8. Personal Goal in Terms of an Advanced Degree: 
Master's ( ) Doctorate ( ) 
Other ( ) 

9. Pursuit of an Advanced Degree: 
Yes ( ) No ( ) 

10. Academic Rank: 
Instructor ( ) Assistant Professor ( ) 
Associate Professor ( ) Professor ( ) 

11. Place of Attainment of Highest Degree: 
Thailand ( ) Another Country ( ) 

12. Familiarity with the Faculty Development plan: 
Unfamiliar ( ) Somewhat Familiar { ) 
Very familiar ( ) 

13. Previous Experience Using a Faculty Development Plan: 
Yes ( ) No ( ) 

14. Level of Satisfaction with Position at SU-Phitsanulok: 
Dissatisfied ( ) Satisfied ( ) 
Very Satisfied ( ) 

15. Level of Satisfaction with Salary at SU-Phitsanulok: 
Dissatisfied ( ) Satisfied ( ) 
Very Satisfied ( ) 

16. Level of Satisfaction with Teaching Loads at 
SU-Phitsanulok: 

Dissatisfied ( ) Satisfied ( ) 
Very Satisfied ( ) 
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PART II: POLICY AND SCOPE, PROCEDURE AND PROCESS, AND 

ACTIVITIES FOR FACULTY DEVELOPMENT 

POLICY AND SCOPE FOR FACULTY DEVELOPMENT PLAN 

INSTRUCTIONS 

The items in this portion of the questionnaire describe 
the policy and scope which characterize the faculty 
development plan in use at the SU-Phitsanulok. Each item 
requires two responses. For each item, please circle 
the number that most accurately describes your perception of 
its actual role (existing importance) and your perception of 
the importance of the expected role (should be) of the item. 

If you wish to make a comment about the actual or 
expected role for a particular item, please use the blank 
space following each item or use the back of the page for 
that purpose. 

Respond on a 6-Point Scale as Follows: 

No Little Great 
Opinion Importance Importance 

* * 

The values assigned to the scale range from 0 to 5. A 
weight of 1 suggests little importance, and a weight of 5 
suggests great importance. Weights ranging from 2 to 4 
indicate intermediate degrees of importance, and a weight of 
0 indicates no opinion. 

NO = No Opinion 
LI = Little Importance 
GI = Great Importance 

Actual Role Expected Role 
(Existing Importance) (Should Be) 

NO LI GI NO LI GI 
* * * * * * 

0 1 2 3 4 5 l.The Center for Faculty 0 1 2 3 4 5 
Development recently 
established on the campus is 
an advantage to faculty members. 

Comments: Comments: 
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Actual Role 
(Existing Importance) 

Expected Role 
(Should Be) 

NO LI * * GI * 
NO LI * * GI * 

1 2 3 4 5 

Comments: 

2.The Center for Faculty 
Development assists in building 
faculty morale. 

Comments:.. 

0 1 2 3 4 5 

0 1 2 3 4 5 

Comments: 

3.The Office of International 0 
Relations under the Assistant 
Vice President for Foreign Affairs 
makes great efforts to promote 
academic exchange programs in 
cooperation with foreign 
organizations. 

Comments: .... 

1 2 3 4 5 

0 1 2 3 4 5 

Comments 

The most immediate need for 
faculty development on this 
campus is for the faculty members 
to upgrade their qualifications 
by obtaining higher degrees. 

Comments: 

0 1 2 3 4 5 

0 1 2 3 4 5 

Comments: 

5.Opportunities for faculty 0 
members to study at the doctoral 
level have been emphasized. 

Comments: ... 

1 2 3 4 5 

0 1 2 3 4 5 

Comments: 

6.The university encourages 
faculty members to get advanced 
degrees in foreign countries. 

Comments: . 

0 1 2 3 4 5 
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Actual Role 
(Existing Importance) 

Expected Role 
(Should Be) 

NO LI GI NO LI * * GI * 

1 2 3 4 5 

Comments: 

7.The university supplies 
sufficient financial aid for 
faculty members to pursue 
their studies. 

Comments 

0 1 2 3 4 5 

0 1 2 3 4 5 

Comments: 

8.The university encourages 0 
faculty to take leave of absence 
for short-term and long-term 
training with pay. 

Comments: ... 

1 2 3 4 5 

1 2 3 4 5 9.The university encourages 
faculty members to conduct 
research and/or publish. 

Comments 

0 1 2 3 4 5 

Comments: 

0 1 2 3 4 5 

Comments: 

10.The university encourages 0 
faculty members to plan personal 
professional goals for faculty 
development programs. 

Comments: ... 

1 2 3 4 5 

0 1 2 

Comments 

3 4 5 11.The university encourages group 0 1 2 3 
work for all university personnel— 
faculty members, administrators, 
nonacademic and support staff, 
as well as interested citizens. 

Comments: 

4 5 
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Actual Role Expected Role 
(Existing Importance) (Should Be) 

NO LI GI N 0 L I 0 1 

* * * * * * 

0 1 2 3 4 5 12.The university plans and 0 1 2 3 4 5 
conducts orientation programs 
which are task-oriented and 
reality-based for faculty, 
administrators, and staff. 

Comments: Comments: 

PROCEDURE AND PROCESS FOR FACULTY DEVELOPMENT PLAN 

INSTRUCTIONS 

The items in this portion of the questionnaire describe 
the procedure and process which characterize the faculty 
development plan in use at SU-Phitsanulok. Each item 
requires two responses. For each question, please circle 
the number that most accurately describes your perception of 
its actual role (existing importance) and your perception of 
the importance of the expected role (should be) of the item. 

If you wish to make a comment about the actual or 
expected role for a particular item, please use the blank 
space following each item or use the back of the page for 
that purpose. 

Respond on a 6-Point Scale as Follows: 

No Little Great 
Opinion Importance Importance 

The values assigned to the scale range from 0 to 5. A 
weight of 1 suggests little importance, and a weight of 5 
suggests great importance. Weights ranging from 2 to 4 
indicate intermediate degrees of importance, and a weight of 
0 indicates no opinion. 

NO = No Opinion 
LI = Little Importance 
GI = Great Importance 
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Actual Role 
(Existing Importance) 

Expected Role 
(Should Be) 

NO LI * * GI * NO LI * * 

0 1 2 3 4 5 13.The university makes provisions 0 
for short-term, intermediate, 
and/or long-term planning. 

Comments: Comments: ... 

GI * 

1 2 3 4 5 

0 1 2 3 4 5 14.English tutorial programs 
should be provided for faculty 
members in preparation for 
study abroad. 

Comments: Comments: , 

0 1 2 3 4 5 

0 1 2 3 4 5 15.Study leaves should be granted 0 
to faculty members who render 
teaching service for over a year. 

Comments: Comments: ... 

1 2 3 4 5 

1 2 3 4 5 

Comments 

16.Criteria for the selection of 
faculty to study abroad should 
be based on a combination of 
their previous academic record 
and the reward system. 

Comments: . 

1 2 3 4 5 

0 1 2 3 4 5 

Comments: 

17.The university supplies 
adequate time, resources, and 
money for successful completion 
of activities. 

Comments : . , 

0 1 2 3 4 5 

0 1 2 3 4 5 18.The university allows for 
effective use of the university 
resources. 

Comments: Comments: .. 

1 2 3 4 5 
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Expected Role 
Actual 1 . (Should Be) 

(Existing Importance) 

NO LI GI 
NO LI GI * * * 
* * * 

0 1 2 3 4 5 19.The incentives used m°tivateJD 1 2 3 4 5 

Comments: 

faculty participation in faculty 
development programs include 
extra pay, raise in salary, 
and/or promotion. 

Comments: .. 

0 1 2 3 4 5 20.The university makes provisions 0 1 2 3 4 5 
for continuous evaluations of the 
overall faculty development plan both 
quantitatively and qualitatively, 
and/or focuses on specific goals and 
expectations at each level of the 
organization. 

Comments: Comments: 

0 1 2 3 4 5 21.The university provides 0 1 2 3 4 5 
systematic procedures to 
ascertain faculty needs. 

Comments: Comments: 

0 1 2 3 4 5 22.The university provides 0 1 2 3 4 5 
activities to improve 
faculty members' skills. 

Comments: Comments: 

0 1 2 3 4 5 23.The university provides for 0 1 2 3 4 5 
faculty input in planning, 
implementing, and/or evaluating 
activities. 

Comments: Comments: 
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, „ , Expected Role 
Actual Role (Should Be) 

(Existing Importance) 

NO LI GI 
NO LI GI * * * 

4 5 24.The university promotes active 0 1 2 3 4 5 
participation of the faculty 
in informal enrichment programs. 

Comments: 

0 1 2 3 

Comments 

ACTIVITIES FOR FACULTY DEVELOPMENT PLAN 

INSTRUCTIONS 

The items in this portion of the questionnaire describe 
activities which characterize the faculty development plan 
in use at SU-Phitsanulok. Each item requires' t"°J;®® p o n S e S* 

For each question, please circle the actual role 
arcuratelv describes your perception of its actual roxe 
^existing importance) and Jour perception the importance of 
the expected role (should be) of the item. 

If you wish to make a comment about the actual or 
exoected role for a particular item, please use the blank 
space following each item or use the back of the page for 
that purpose. 

Respond on a 6-Point Scale as Follows. 

No Little Great 
Opinion Importance Importance 
* * 

0 1 2 3 4 5 

The values assigned to the scale range from 0 to 5. A 
weight of 1 suggests little importance, and a weight of 5 
suggests great importance. Weights ranging from 2 to 4 
indicate intermediate degrees of importance, and a weight 
0 indicates no opinion. 

NO = No Opinion 
LI = Little Importance 
GI = Great Importance 
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Actual Role 
(Existing Importance) 

Expected Role 
(Should Be) 

NO * LI * GI * 
NO LI * * GI * 

0 1 2 3 4 

Comments 

5 25.Orientation and Consultants. 
Administrators and educational 
experts introduce and offer their 
professional consulting services 
in planning and conducting 
faculty and staff orientation and 
development of teaching programs. 

Comments: ... 

0 1 2 3 4 5 

1 2 3 4 5 26.Workshops. Faculty members, 0 
usually under the guidance of an 
activity director, get together to 
revise curricula, receive training 
in new teaching techniques, and discuss 
innovations in their professional 
fields for periods of time varying 
from one day to two weeks. 

Comments: 

1 2 3 4 5 

Comments 

0 1 2 3 4 5 27.Exchanges and Inter-university 0 
Visitations. One or more faculty 
members visit other universities 
to observe and/or teach classes. 
They interact and share experiences 
with host faculties and administrators 
for a relatively short period of time, 
not to exceed one year. 

Comments: Comments: 

1 2 3 4 5 

0 1 2 3 4 5 28.Faculty Development Centers. 
The university provides places 
specifically designed for faculty 
members to share teaching skills and 
knowledge in a formal or informal 
environment according to their own 
needs and interests. 

Comments: Comments: 

0 1 2 3 4 5 
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Actual Role Expected Role 
(Existing Importance) (Should Be) 

NO LI GI NO LI GI 
8 * * * * * 
0 1 2 3 4 5 29.Committee Work. The faculties 0 1 2 3 4 5 

initiate committees to revise 
curricula, select teaching materials, 
schedule courses, discuss teaching 
strategies, and prepare examination 
materials. 

Comments: Comments: 

0 1 2 3 4 5 30.Team Teaching. Teams of two or 0 1 2 3 4 5 
more faculty members are formed. 
The members of each team help each 
other in planning, teaching, and 
evaluating course topics, "initiating" 
new faculty members, and refining 
the abilities of the experienced ones. 

Comments: Comments: 

0 1 2 3 4 5 31.Professional Libraries. 0 1 2 3 4 5 
Faculty members and administrators 
encourage and sponsor the formation 
and the use of professional libraries. 

Comments: Comments: 

0 1 2 3 4 5 32.Graduate Courses and Inservice 0 1 2 3 4 5 
Programs. Preparation is generally 
geared toward improving teaching 
by encouraging faculty to work 
toward higher degrees in some 
specialization. Credit is earned 
through summer, evening, and 
weekend courses, independent study, 
and research projects. 

Comments: Comments: 
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. _ , Expected Role 
Actual Role (Should Be) 

(Existing Importance) 

NO LI GI 
NO LI GI * * * 

0 1 2 3 4 5 33-Professional Organizations. 0 1 2 3 4 5 
Professional organizations sponsor 
activities such as workshops and 
seminars to study matters which 
concern the members. 

Comments: Comments 

0 1 2 3 4 5 34.Research and Publication. 0 1 2 3 4 
Research in various areas of 
education is encouraged. The 
results of the studies are presented 
to interested groups through 
specialized publications, radio and 
television, lectures, panels, and 
round table discussions. 

Comments: Comments 

0 1 2 3 4 5 35.Sabbatical Leave/Mini-Sabbatical 0 1 2 3 4 5 
Leave. The university encourages 
and financially supports faculty 
members to do research and/or to 
get advanced degrees in Thailand 
or a foreign country. 

Comments: Comments 

0 1 2 3 4 5 36.Microteaching. The university 0 1 2 3 4 5 
encourages experimental teaching 
sessions, frequently videotaped, in 
which the number of variables (class 
time, number of students, breadth of 
topic, etc.) is reduced so that 
attention can be focused on specific 
steps of the procedure. 

Comments: Comments: 
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37. Comments 

a. What should the policy be? 

b. How can it be implemented? 

c. What is specific action? . 
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RELIABILITY OF QUESTIONNAIRE 

Reliability of Items of the 36 Questions 

Item 
Number 

Reliability of 
coefficient 

the rank-order 
correlation 

Item 
Number Actual Role Expected Role 

1 .80 .90 

2 .75 .89 

3 .79 .90 

4 .81 .82 

5 .76 .87 

6 .80 .83 

7 .85 .87 

8 .87 .87 

9 .89 .79 

10 .76 .79 

11 .78 .84 

12 .86 .80 

13 .82 .86 

14 .82 .80 

15 .83 .82 

16 .87 .90 

17 .76 .89 

18 .80 .82 

19 .80 .86 

20 .87 .90 

21 .75 .79 

22 .83 .82 

23 .79 .80 

24 .82 .84 

25 .76 .89 

26 .85 .86 

27 .77 .87 

28 .89 .80 

29 .90 .79 
30 .85 .86 
31 .85 .90 

32 .79 .88 
33 .76 .86 
34 .83 .82 
35 .90 .89 
36 .87 .88 

N = 40, P = 0.0001 
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COVER LETTERS 

834 West Collins Street 
Denton, TX 76201 
USA 

January 10, 1989 

Faculty Members and Administrators 
Srinakharinwirot University-Phitsanulok 
Phitsanulok, Thailand 

Dear Colleague: 

T am a qeography instructor in the Department of Geography, 
F a S ^ y ' o ? lo?ial Sciences, at Srinakharinwirot University 
Phitsanulok Campus. X am currently studying f 
the University of North Texas, Denton, Texas, USA. 

TVie» institutional, professional, organizational, career 
Ta£d personal development of the faculty at Srinakhar.nwxrot 
University-Phitsanulok is critically important. For my _ 
dissertation, I would like to investigate t he Perceptions of 
administrators and faculty members of a faculty d J v e l ° P ™ ^ 
plan to help improve implementation of a faculty development 
plan. I need your input. 

Enclosed you will find a questionnaire. In it you will be 
asked for your perceptions of both the actual role (existing 
importance) and the expected role (should be) of components 
of a faculty development plan (policy and scope, procedure 
and process, and activities for faculty development). You 
should be able to complete the questionnaire in less than 

25 minutes. 

To obtain candid data, all responses must be anonymous; 
therefore, please do not sign your name on the questionnaire, 
Data collected with this questionnaire will be used only for 
this research project. 

To minimize the expense of a follow-up mailing, would you 
please take a few minutes now to complete the questionnaire 
and return it to Dr. Nipon Kinawong or Dr. Talerngso 
Sometip. I need your response as soon as possible, but no 
later than January 31, 1989. I have enclosed a 
self-addressed envelope for your convenience. 

If you would like to see the results of this study, a copy 
of my dissertation will be available in the main ^krary 
and the graduate school library of SU-Phitsanulok after the 
project is finished and the dissertation has been accepted 
by the University of North Texas. 
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I know your participation is voluntary, but please endeavor 
to provide an answer to every question and return the 
questionnaire to a campus contact person. I appreciate 
your assistance. 

Sincerely, 

Prasit Tawasay 
Researcher 
Dr. Howard W. Smith, Professor 
Major Professor , 
Dr. F. Andrew Schoolmaster, Associate Professor 
Minor Professor 
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834 West Collins Street 
Denton, TX 76201 
USA 

December 20, 1988 

Chatchai Arananant, Vice-President 
Srinakharinwirot University-Phitsanulok 
Phitsanulok, Thailand 

Dear Mr. Arananant: 

I n a n instructor in the Department of Geography on 
sabbatical leave to study at the University of North Texas, 

Denton, Texas. 

I am writing to ask your assistance in securing data for 
a study I am conducting to fulfill J o r t h e 

completion of my doctoral degree in the College 
Education. My study is entitled Perceptions of 
fcrim-ini strators and Faculty Members of a Faculty^ 
Development Plan. I would like to survey administrators 
and faculty members at SU-Phitsanulok. 

I wish to obtain your permission to distribute a 
Questionnaire to both administrators and faculty members 
S m S S S i l o k . X anticipate that the time-necessary to 
complete the survey will be no more than a month. 

I appreciate the university's support and your assistance 

in this matter. 

Sincerely, 

Prasit Tawasay 
Researcher 
Dr. Howard W. Smith, Professor 
Major Professor 4 
Dr. F. Andrew Schoolmaster, Associate Professor 
Minor Professor 
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834 West Collins Street 
Denton, TX 76201 
USA 

February 10, 1989 

Faculty Members and Administrators 
Srinakharinwirot University-Phitsanulok 
Phitsanulok, Thailand 

Dear Colleague: 

Recently you received a Faculty Development Plan S UJ V®Y 
instrument from Dr. Nipon Kinawong or 
The response to the first request has been good. Some 
questionnaires, however, have not been received. 

Enclosed is another questionnaire. If you have not 
completed the questionnaire, please take a few m i n ^ e s and 
complete this questionnaire so that I can begin analy 
the data. I am sure that all of us, as university 
administrators and faculty members, are interested in 
improving a faculty development plan. Your input into this 
project is vitally important. 

Thank you for your help and cooperation in this endeavor. 
I look forward to receiving your response. 

Sincerely, 

Prasit Tawasay 
Researcher 
Dr. Howard W. Smith, Professor 
Major Professor , 
Dr. F. Andrew Schoolmaster, Associate Professor 
Minor Professor 
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834 West Collins Street 
Denton, TX 76201 

USA 

December 20, 1988 

Dr. Nipon Kinawong 

Srinakharinwirot University-Phitsanulok 
Phitsanulok, Thailand 
Dear Dr. Kinawong: 

I am writing to request your assistance in securing data for 
my research. I am conducting a study of administrators and 
faculty members' perceptions of a faculty development plan 
to fulfill a requirement for the completion of my doctoral 
degree from the College of Education at the University of 
North Texas, Denton, Texas, USA. 

I am asking your assistance in administering a survey 
questionnaire to administrators and faculty members at the 
campus in Phitsanulok. If you agree to assist me m my 
research, I will mail you questionnaire packets for 
distribution to administrators and faculty members. I will 
also request that you collect the completed questionnaires 
and mail them to me. I have scheduled one month to complete 
the survey. Additional instructions will be enclosed with 
the packets if you agree to assist with this project. 

Thanks for your time and consideration of my requests. I 
shall look forward to hearing from you soon. 

Sincerely, 

Prasit Tawasay 
Researcher 
Dr. Howard W. Smith, Professor 
Major Professor 
Dr. F. Andrew Schoolmaster, Associate Professor 
Minor Professor 
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834 West Collins Street 
Denton, TX 76201 

USA 

December 20, 1988 

Dr. Talerngsok Sometip 
Srinakharinwirot University-Phitsanulok. 
Phitsanulok, Thailand 

Dear Dr. Sometip: 

I am writing to request your assistance in securing data for 
my^esetrcS I am conducting a study of administrators and 
faculty members' perceptions of a faculty development plan 
to fulfill a requirement for the completion of my doctoral 
degree from the College of Education at the University of 
North Texas, Denton, Texas, USA. 

I aim asking your assistance in administering a survey 
questionnaire to administrators and faculty members at the 
campus in Phitsanulok. If you agree to assist me in my 
research, I will mail you questionnaire packets for 
distribution to administrators and faculty members. I will 
also request that you collect the completed questionnaires 
and mail them to me. I have scheduled one month to complete 
the survey. Additional instructions will be enclosed with 
the packets if you agree to assist with this project. 

Thanks for your time and consideration of my requests. I 
shall look forward to hearing from you soon. 

Sincerely, 

Prasit Tawasay 
Researcher 
Dr. Howard W. Smith, Professor 
Major Professor 
Dr. F. Andrew Schoolmaster, Associate Professor 
Minor Professor 
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