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ABSTRACT

The purpose of the study was to explore faculty members's perception of their role
in teachers colleges of Thailand as these colleges undergo a change of mandate to more
comprehensive pestsecondary institutions. Aspects of professional development and job
satisfaction also were explored.

The primary sources of data were questionnaires, semi-structured interviews, and
pertinent documents. Questionnaires were distributed to 729 full-time faculty members
in four selected teachers colleges, two in Rattanakosin United Colleges (urban) and two
in Lanna United Colleges (rural). The response rate was 64%. Fifieen faculty members

The findings indicated that college faculty members were less qualified than
university faculty. College faculty were commitied to teaching, research, service, and
culture, but Ea:hmg was the function on which faculty spent the most time.

esenting up-to-date subject matter, (i) providing effective instruction, (iii) reading
professional journals, (iv) communicating effectively with students, (v) evaluating
students, and (vi)emoungf wouraging class mﬁcipnion' ation. 'Theﬁvecamm ies most in need of

pmfemm:l conferences, (iv) reading professional journals, and (v) involving students in
public service activities.

priority was for research. Scholarship, culture and service were placed second. Teaching
mmmmmummveﬂmm vel

(m)mm(iv)mﬂwgﬁmm(v)mm
Factors causing professional difficulties were lack of funds, facilities, and




college. Teaching was seen to be negatively affected by the quality of students.
Research, service, and culture were inhibited by a lack of knowledge and expertise of
faculty themselves.

The overall satisfaction of faculty members was rated as moderate. The five items
for which the highest mean satisfaction scores were obtained were (i) level of
responsibility in work, (ii) freedom to use one's own judgement, (iii) location of the

from the factor analysis of function activities--Teaching and Culture & Service--were the
most significant predictors of overall satisfaction, but the strength of prediction w-as low.
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CHAPTER 1
INTRODUCTION

mmmcmﬁmummmcfmnwﬂ
applicati mw:delydﬂmﬁeldsuemﬂgfmwmchhweglvenmem

and encouraged the expansion of higher education (UNESCO, 1989). The transformation
of weachers colleges in Thailand is an exampie. In 1975, an amendment 10 the Teachers
Teacher Education, to offer programs leading 1o a degree in education. A further
m:dnmnmlﬂmﬂmeddee:hmcdlegummﬁﬂymfmhwm
nmmmﬂeﬁcﬁm:ﬂMMMﬁm
the Depms ;;i,nfTeaclErEm:mﬁﬁchnyumedaumﬂmﬂzmedhgh
university status. Tomwmﬂtymmp&:mﬂﬂemq:ﬂpaﬁfm
accordingly. thyumnmmmuum:wnsmm
transmission of knowledge or teaching. ﬁgymmplumemm;mdtmmm
of knowledge or research and pu lication o0 gain public trust,

To perform the functios b of & university effectively and productively, the teachers
wmanmﬂnﬁmmﬁm According to
Fullan (1979), there are five comp nents to the change process--structure, maserials,
mmmmmmmmm (pp.lgim
m(nm)mmhmmmum niemalization

Later in 1987,




in studying how well the teachers colleges’ faculty members have performed so far.
Knowledge utilization and role/behavior change components are very much related to how
mmmmmmcwmnmmmmmm-e
supposed to perform. Fmﬂusmmﬂeﬁutumdmmmmmm
mmﬂn&ﬁﬁedn"mM“mmmgfmnwmmm
mission carefully and act accordingly. The staff of these transforming institutions need to
mammmithummmafm The teachers
edmmdﬂgmmmemmmheablemmmchmgmm
Amﬂmﬁmﬁmmﬂnfa&%ﬁmlﬁdynmh“n
likely to take considerable time. Therefore, the college staff have to think in terms of a
constant process of staff adjustment, institutional reorganizati ), and staff development in
mmﬁmmnmmmaymmmymmgmw
trust.

surveyed. Mymuemdmavmﬁmmmﬂymyhemw COnst

Mpnmedmm“mapmﬂgﬂedmm&ﬁm
m&w:mmmamﬂmmm

h stsecondary institutions. In particular, the study focused on perceptions
hzﬂbymt’tny Not only role perceptions wese explored, but also aspects of

jon &mumnﬁmwnnmﬂmm




Research Questions
The following research questions address the purpose of this study.
1. What are the demographic and professional qualifications of faculty members in
teachers colleges? How do these compare with faculty members in traditional univer
2. What are the functions of academic faculty in teachers colleges?
3. What is the perception of competencies required to perform these functions?
S. What are the preferred means of delivering programs of professional

sities?

8. mhheﬁmﬂtmmkvﬂﬂunmpemmﬁnemﬂﬁcmy

This study was designed 10 provide information which would contribute %0
improvement in the quality of task performance at the teachers colleges in Thailand.
mmmr«mmmmmmwmﬁ
teachers colleges as comprehensive p condary institutions which are engaged in
ﬁmmmmmmﬂmmxm
cited in Mayhew, Ford & Hubbard, 1990) stated:
mﬁmﬁm:
come 0 college 10 leamn from i’

deserve the best that pmmﬁi,j: '7
gymﬁﬂuﬁ&ui?‘mh nstruction g




Rmhnmmmﬁhwmcmmﬁedmmmwﬂlh
frontiers of knowledge and to help maintain effectiveness of instruction. The research
activities of a teachers college should be directly relsted 1o its instructic ,
mmmgaMmmmmmmhﬂmﬁrn
benefit of the students. In the teachers college, the function of research has been specified
in the Teachers College Act (1975, 1984).

university as producer, wh
114). Se:v:emxcn‘smepmmblnﬂrcmmﬁtymicemmnﬁmﬂyn
rcher includes institutional service as well. The last but not least of the four basic
the function of culture first appeared in the Chulalongkom University Act in 1943, Since
Institute of Development Administratios (NIDA) and teachers colleges.
mMmMﬂmmmmswmmm
mmm&hazﬁeiﬂmdemﬂﬁauymmnnmy
28 a whole. They will help to locate effective human resource development cutside of
mm-mmmnmmmmmm
the needs of the local people. Professional development of faculty appears 10 be a
single-purpose institutions 1 multi-purpose institutions. Teachers colleges have diversified
universities. After transformation, these reformed colleges have made an effort 10 be
upgraded to university status. It is evident that a college or & university eams national and

intemational reputation through the achievements of its faculty and the quality of ies



students. As Flexner (1930) and Hutchins (1936) stated, the faculty are the most essential
element of the university, therefore, attention must be paid to assess the teachers college
faculty perceptions of role performance, their need for professional development, and their
mmﬂmmmmmmrmmfmmmmm
mﬂegsbyﬁrwmnﬂﬂnﬂmg(lﬂ)snmd’he]mmﬂ‘mﬁms
’j':mﬂghhuenmmgmhgdﬂﬂﬁeﬂmﬂﬂ'jnb

The conceptual framework shown in Figure 1.1 enables the researcher and the
study’s readers 10 see and understand the whole picture of the study. In other words, the
model revealss the scope or limits of this study. In terms of application, the model has
much to contribute to higher education institutions which are in the process of
nﬂmmmimﬁﬂgMeMMmmpmn

Definitions of Terms
For the purpose of this study the terms uﬂuedlﬁtaﬂﬁfﬂm
td College. The term reformed college refers to the emergent institutional form

ﬂ'niemlmcﬂegess ensive

urisdicti *ﬂﬁMﬂMMhMEﬁydm

University. Ummmmmmmmmmm
under the jurisdiction of the Ministry of University Affairs,




Figure 1.1



Staft/faculty/professional development. In this study the terms staff development,
faculty development, and professional development are used interchangeably. Staff
Mbmﬂnmfmmmmmxaﬁnvnmptmmmsmaﬂedm

faculty member s defined as a full-time faculty member who is primarily responsible for
onducting leaming activities for college students.

Needs assessment. Needs assessment is the process of determining the gap between
what and where one is and what and where one ought to be.

Significance of the Study

Emmwuﬁﬁmpeehﬂ:mmgmmnﬂmydﬂel@ﬂ:
mmm.afmmm:fmmm:mmfﬁﬁhmmmm
full and effective suppont from government. Thailand has to take pert in this competition
willingly with appropriate knowledge and technology not merely 10 survive but also to
prosper. However, Thailand's economy can flourish only if it creates the kinds of
Mmgll(l?éﬁ)pﬂmdﬂﬂzmdﬁeﬁmwﬂimﬁgmman&y
w:m:mmfwmmwmmm-mm
m&mmmmﬁﬂnmmmmmmm:ﬂ

The cusrent problem of unequal opportunities 1 access higher education in Thailand
ocill needs 10 be resolved. Watson (1991) revealed that 16 of the 24 government wniversity




#nd 13 of the 25 private universities and colleges are located in Metropolitan Bangkok.
ﬂmiupmepﬁmﬂmpeoplcwhoﬁvehnnmmmbeingipwmwm
are losing their chances to compete equally for better lives. Furthermore, while there were
176,650 students graduating from grade 12 in Thailand in 1987, excluding the numbers of
mmfﬁuwmmmvmmmummmm:mwm
could accept only 22,310 students (United Colleges of Isan-Nua 1987, P- 3). This fact
Mmﬂmnﬁh\dninmedsalaummﬁvmiﬁeswﬂmmmoﬁupeoplem
access higher leaming throughout the country. In fact, Olanvoravuth (1983) stated that the
deuuadfamivenitymdialmfarexceededdwcmbﬂityofmepvemm
universities. Mfm.ﬂneupgmdhgoﬂuchmcoﬂembmﬁvmitiesmybemd
the best possible answers availabie at the moment. If the seachers colleges were 10 be
upgndedbuﬁvmitymﬂumdnyofpafmmdxademkwﬁﬁcmud
ﬂnkfxultymmmpeduﬁvmitym Whether the teachers colleges are
able to make this transition is difficult to determine. One possible way t0 determine their
mniﬂfwdohgwhwmquifmmfummmmm.wm
mmmmmpbmm«fmuyhmoam The study should
mmﬁmmmmwmmmmmwmhm
MMWWUNBSCO(IMLMWWMN
mlamdadvmedhmbdgehdﬁshfamaimmhwemmedﬂnumhd
higher education. mmwnﬂmMWhm&myhm
not only in Thailand but also elsewhere. This particular awareness of expansion is
muummmmmummnnmm
eﬂecﬂvdyfadnhuwﬂtdmbalmmymdhmuyhm. McConnell
(1m)mumMmmmmamum
mwwmmm»mmuwmmt«mun
compete in the world market. When asked why university education is thet important,
W(I”IxWMdusthydmuamym



answer. He sees the university as a community of scholars who are not only involved in
transferring knowledge but “are actively involved in discovering new information, in the
reappraisal of existing information, in tearing down old theories and erecting new ones, in
questioning accepted truths, and in the quest for new ones” (p. 6). This insightful
statement provides reassurance that university education is a very promising way to draw
out the full potential of a country's human resources for the bett rment of society.

Practically, the need 10 assess the quality of teachers college faculty members is
very important for Thai teachers colleges to enable them to plan for professional
development programs, to make decisions on grants, to determine resource allocat
practices of administrators in transforming higher education institutions in Thailand and
perhaps elsewhere.

Assumptions
1. The four teachers colleges in this study represented all teachers colleges in
Thailand.
teachers colleges for the purpose of statistical snalysis of questionnaire data.
3 Mlmmmmﬁmhukmumem
and interview items.
4 MWmMmﬂ&fmwﬂMhnm

%o accomplish.




10

Delimitations of the Study
The study was confined to the four teachers colleges selected randomly by drawing
from United Colleges of Rattanakosin (UCR) and United Colleges of Lanna (UCL). The
respondents were drawn from all full-time academic faculty members for the academic year
1992-1993. The focus of this study was to explore the role perceptions held by academic
faculty members. Aspects of professional development and job satisfaction which are
related to role enhancement were also explored.

Limitations of the Study

Dmmﬁuzmgmmlzmymmmnymmmm

wldlmefpticsmmbpimmpbmﬂiummgﬂehedmmk
ancement, were made from data collected by means of the Thai version of the

questionnaire as well as by interview. In spite of the systematic and careful process of

1. Smmmﬂammyhummmleﬂndmmmﬂmm

2. Some responden may have not responded to some questions.
versions of the questionnai Ky in transiation.

s. mmmmmmmmﬁﬁum
and in the process some meaning might have been Jost.

questions, conceptual framework, definitions of terms, significan e, assumptions,
itations, limitations, and organization of the thesis. Historical background of the
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study is addressed in Chapter 2. Chapter 3 examines the related theoretical and research
literature. Details of the research design, methodology, the pilot study, the data collection,
and the analysis of data are provided in Chapter 4. In Chapters S, 6, 7, and 8 the results of
the data analyses are reported. Chapter 9, the final chapter, provides a summary of the
thesis, its conclusions, some applications, and recommendations.



CHAPTER 2
HISTORICAL BACKGROUND

Historical Background of Thai Universities
According to the Ministry of University Affairs (1988), the development of
Thailand's universities can be divided into three periods marked by major events: (i) Early
Modemization Period (1989-1931), (ii) Post-Revolution of 1932 Period (1932-1949), and
(iii) Development Planning Period (1950-present).

The Early Modernization Period
Wm(lm)mwdmmﬂuu.whichhsneverbeencehnizedbym
powers, had established her own university system long before most colonized nations in
either Asia or Africa. Thailand's first university, Chulalongkom, was established in 1917
by the amalgamation of the School of Civil Servants, the Engineering School, and the
Royal Medical College (Ketudat and Srisa-an, 1978). The idea of establishing a university
was originated by Thailand's beloved King Chulalongkom (1868-1910) but the first
university was not established until the reign of King Vajiravudh. Nimmanheminda (1970)
MMMMMvefadwmbﬁﬂmauofﬂnfmmivmitth:ﬂmm

Mmmmmcneedsdﬁngﬂncwnu}’spuiodofmodenﬁm Watson (1989)
reported that the first university offered "training in education, agriculture, medicine, law,
commerce, foreign relations and public administration” (p. 71).

The Post-Revolution of 1932 Period

Affer the Revolution of 1932 which transformed Thailand from an sbsokute
mdunamwuymy.dnmwmdfapdiﬁalmﬂywﬁﬁﬂm
(Ministry of University Affairs, 1988), In response, the University of Moral and Political
Science (now known as Thammasat University) was founded in 1933, Ketudat and Sitss-
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an (1978) noted that the University of Moral and Political Science, the second university,
was initially "an ‘open’ university offering courses in law, economics, politics, and related
social sciences" (p. 1). In 1943, three more universities specializing in agriculture, fine
arts, and medicine, were established: Kasetsart University, which literally means the
University of Agricultural Science, was established 10 serve the need of the Ministr
Agriculture; Silpakom University, the University of Fine Arts, was founded 10 serve the
need of the Ministry of Education in the study and preservation of Thai art and archeolog;
Mahidol University which specializing in medicine was developed from the Siriraj Hospital
Medical School.

Ketudat and Srisa-an (1978) observed that the first five universities were all located
in the capital city, Bangkok, and were under the supervision of different goverriment
ministries.

of

The Development Planning Period
Thailand's first national economic development plan was proclaimed in 1961
(Ministry of University Affairs, 1988). Within a decade after the implementation of the
mmmmmmwmwmmm
(1964), Khon Kaen University in the northeast (1965), and Prince of Songkhia University
in the south (1968). Watson (1989) indicated that these three regional universities have
The Ministry of University Affairs (1988) stased that an open university would
democratize university education and promote the concept of life-long education. In 1972,
admission” university 0 meet the noeds of students seeking access 10 higher education.
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private universities located throughout Thailand (Ministry of University Affairs, 1991).

status as universities could be questioned. Relf (1977) observed that higher educational
development in Southeast Asia has traditionally embraced three strands: rote memorization
undeniably present to this day.

mmhmwnmmmmarmmmmmm
m&mmm:ﬁnﬂlhmmWEMh;ﬂm
clementary school teachers. A year later, a secondary teacher cenificate program was
activated. It was not until 1909 that the first teacher training school for women was

Ister in the provinces. hlmmsmmmmﬂeﬁmmexpﬂm

resources in various fields, more teacher training schools were set up.
mlmuTmm&vmmmfmm;ivﬁwqm

Twenty years later, the Teacher Education Division was transferred 10 the Department of
1. Preparing preservice teachers for the primary certificase of education,
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Mmmﬁmm:emﬂdesmﬂm“mmmﬁa
teachers. Despite the fact that in 1928 there were 25 teacher training schools in operation
offering programs leading to primary and secondary teacher certificates, the demand for

The year 1954 marked a turning point for teacher education in Thailand. In that
year, the Department of Teacher Education was set up in the Ministry of Education. This
ehmﬁmhmﬁadimhmwhnwsﬂgﬁemmﬂmma:ﬁmﬂ
Mﬂnmwmmmhm-ﬂm&mm The

During the 1960s, a period of teacher education expansion, 17 new teachers
mmmmgmnmmmgm This expansion was
of compulson ,ﬂhlﬂﬂhﬂmm»lmm
during the third National Education Developme t Plan (1971-1976) resulted in a large
number of teachers and gradustes becoming unemployed. Therefore, as Chantavanic

certificme level progressively decreased and finally was serminased in 1981,
Alwsmmm»umcmmmmmnﬁ

programs leading 10 a degree in education. Accordingly, 17 seachers colleges under the

MhMﬂmmﬂMMmmﬂbmm

A 1984 am nhmmmmnmﬂqmm
diversify their roles beyond teacher education because of the increased human resource
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Mdhnimiaymwmmedfale:ﬂmmlﬁﬂﬁm The
DepummofTucherdemﬂ%S)npaedmnlﬁﬂﬂEdwmiﬁcmﬂt
fmmmamimmmmmﬁmmm

1. Pmmde&nnmﬂmmhvm;ﬁekk&mﬁbyﬂz
community at the baccalaurease leve
2. Conducting

4, anmmdpmnotionofmmdmm
S. Pmuimdxademcmwﬂnecmm (. 15)

UmmmﬁdenTudmCoﬂepA:t(lﬁﬂﬂEDmmiTﬁds
Education (1989) reported that the role of the teachers college (36 teachers colleges
altogether) was diversified 10 that of a higher education institution. In addition to the
preparation of teachers at the bachelor's degree level, the teachers colleges today also offer
programs leading to the bachelors degree in areas other than teacher education, i.e.. science
and technology, agriculture, liberal arts, and management science. Moreover, every

college systems namely "the united college." Aﬂﬁunm&ﬂzdﬂlm
colleges 10 universities was established. Currently, the eight united colleges are under the
mumnmhmmdmcdle;efaﬁﬁymmmm
mm»mmmmunmmbﬂ
institutions. In 1987, in order 10 provide better and wider service, the Department of
mmummumm-hmmmu
period 1987-1991 (The Sixth National Economic and Social Development Plan):
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The United Teachers Colleges ;ﬁmmﬁnﬁmmmﬂ
mm::mmm“ ' mqm:y
mhmeﬂmﬂm&mﬁmam;ﬁfmﬂﬂm The
: nent will improve the academic status of its personnel, conduct research,
mﬂmmmmmgwmmmmmm
10 the commumity. Such effective and efficient measures should be beneficial to

national economic and social development. (Department of Teacher
Education, 1986, p. 49)

The purpose of educational diversification is to serve a more varied clientele. Thai
:mmﬁhﬂme@mmmmmmmmmnmﬁﬁﬂeﬂh
generations, and both full-time and pant-time students. In addition 1o becoming regional
mmmwmmcﬂemmﬂmﬂgm
community's needs for continuing education.

Fmﬂmﬁiﬂmdmmmmmmmm
the needs of the more remote parts of the country. This diversifica ion is meant 1o fill a
mmwhkhﬂtmm&sfﬁhﬂnmmwmnﬁm

mmmmmﬂummpmmhmpmm
occurred in the United Staes of America. The move (a) 10 eliminate the word "eacher”
mmmamm&)nmxmmm
mmmmmlywmm“mmm(c)mﬂdm
the transformational effort. hheﬁmnmmm::wqm
mﬂumdumﬁmmummmh
develop individual united colleges 10 resume full status as institutions of his '
colleges to "affiliste with other instieutions of higher education within and cutside the
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country in providing graduate programs to its clients” (p. $1). In fact Uttaradit Teachers
CollegeaﬁﬁaedwiﬂanDAhl”OmdbegmpmvidhgaMmﬂofmﬁonm
lnslmmeeigmmiwdcolkges.wimmuwpponofmebemoﬂm
Education, are working their way to be upgraded 1o regional universities in the future.

Topeﬁamﬂwﬁnwﬁaudawvaﬁtyeﬁecﬁvelymmly.um
wmmmmmmufwwkmmamwmmmy
teaching, research, service, and culture. The teachers college faculty must study these
missions carefully and act accordingly. The staff of these transforming institutions need to
possess a willingness and capacity to live with the process of transition. The seachers
odkmmddnpeoplewm\hﬂwmmmbcabbwmwchmmmm
Anﬁdemmhmmfaﬂneoumisnaﬁkdybmﬁku
likely to take considerable time. Therefore, the college staff have t0 think in terms of a
mmamummwwmmmmwn
order to perform their new functions effectively and productively and thereby gain public
trust.

hkmmmwmwmm”mwuirpmianm kis
m.m«:.fammmlmmwmhmwmwm»m
change and effort. The old departmental structure, the administrative unit which is based
on the current approach to teacher training, may no longer be appropriste. Thus, change %
& much different academic structure within colleges is inevitable. What is desperately
mdmkmmmdmdmwmmbmhu
radical changes implied by the recent demands for diversification and transformation.

mmmwmmumuwumw»
the university status is whether the teachers colleges are ready 10 undertake such 8 move or
not. Certainly, there ase public doubts and criticisms of this transformational effort. But
m«:mumdwmwmmmwl
have been upgraded 10 university or university status. Westem Michigan University in the
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United Stases, for example, has developed from a teachers college. The aftermath of the
Srinakharinwirot University, hﬁﬁeuppﬁh;mamﬁmry was also under the
jurisdiction of the Department of Teacher Education. Teachers colleges may gain public
mmdmﬁmmbmmm;mm
"‘,”ﬂhfﬂmmﬂzmmmmmﬂidhm The
admcdhpf&nhymmﬂmhanhgmmﬁuynmmm




CHAPTER 3
mmmmmfmmmmﬁmmnimh
both North America and Thailand. Next.ﬂiehnmtvebpimufmm
outside Thailand is presented. Job satisfaction is the focus of the final section.

The Mission of Western Universities
'ﬂzmpﬂMﬁNﬂmmmmﬁwﬂlhh

m&m&mmm:mmmmm:ﬂ
advancement and enhancement of knowledge. Perkins (1966) claimed that uniess people
mnmmﬁwmmmm; iversities,

the acquisition of | research; the transmission of
knowled ’Mhh“mﬂmﬂmm&mm&ﬂ
(l?ﬁ)mﬂﬂmﬁﬁ%hhﬁﬂ&nwﬂmmmm
and service. ﬁmmgmmmmmuammm

huﬁbmﬁs-mﬁle Eﬂnﬁs(l?ﬁ). Seeley (1948), Kerr (1963)
mmummmmmmmmma
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mwammmﬁmmumwbymmmnﬁmmm
10 another. Mnmgmwmmmmmmﬁmﬁn
system of public education, mﬁuxﬁmdmcluaﬂuexquiﬁﬁmofmug.
mmmmmwamukm-mmmmm
Lmbmwmkdnmplkﬁmdhmwadzﬂnxﬁmdpublkormmmy
service. Public service by educational institutions serves the notion of Bacon that
hmbdgeﬂmﬂbefaﬂebuefummofm-m(ciuhxm.lm.p.n
Wmmnymice.cammwmﬁesmmmywmmug
and technology more effectively.

The Teaching Function
Tmmmmmumammmdm&kpm
universities. RW(IW)WMNWMMNMMW«S
instruction since the formation of medieval universities. Centra (1989) also depicted the
mmammu«:umdoﬂmmawﬁq
uuclmiswuy:'ﬁcuhymexpxndwuchmcwmﬂau”(pp.lss-!ﬁ)i
M(lmmumummm«mm He
mmmmmummm.mmugm
were not to occur” (p. 59). By I”Ldndumnwmay.whumemm
research, was becoming the new model. According to this model, the lecture was
supposed 10 be a means of informing students sbout the Iatest research. Peisert and
M(nm)mummammmm“ma
mmwmmwnmmmmuugw
them 10 actively participae in it” (p. 3).
mum«ummmummm—q
professors. hmmmmqwm.xmum)mmuh
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mﬂﬁmﬂmmmm&mwmhmghlmmmﬂﬂmnmmfﬁm
MMMWHMMMb&m Mathis (1974)
mmmﬁmm&tmmmmmm cation gave teaching

cholarship. However, Eble (1974) saw a
way 10 improve the status of seaching. The author pointed out that if college professors
dﬂﬁﬂ:ﬁh"(pﬁLﬂHﬂzmﬂﬂzmedﬂﬁmmnsmpafm
ﬂmmMmEﬁﬂMhﬁmhm&mmﬁgn
have the same status as research in the future,
ﬁmﬂﬁdﬁgnmm&dmphmm&mjmm.mm
Mmmmammmmmmmm
behavior--and every subject of instruction is an educatic al instrument 1o achieve this end.

raction between the structure of knowledge within the subject being taught, the

being done. mclmmmum:ﬁmﬁmnm
independent thinking, s0 that by the time students leave college "they should be abie 1o
lﬂnmm“ﬁﬁmm&ﬁhnlﬁnhmlnyﬁﬁymﬂy
mmﬁnmmmwmuzx In order 10 achieve these owicomes,
Rmm(lxzemmmwmcnmnm)mmmm
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with the state of teaching in colleges and universities. Concemn for the quality of teaching
has appeared in several public documents in different countries. The Smith Report
(Commission of Inquiry on Canadian University Education, 1991) claimed the
undervaluing of teaching, especially in undergraduate education in Canadian universities.
Mu:huﬁobbmgmﬁhﬂ:slmﬂmepﬁ(l@nuum'mquﬂnynf
gradu mmmhﬁmvﬂmhmmwm
: dmimmﬂmmymufmm jeterioration, much less even
acknowledging it " (p. 32).

Improvement of teaching at higher education levels has been a critical issve
throughout the world. Gaff (1975) stated the problem succinctly:

Seumusso)mmmwmm-mmhmmwy Seldin
(l@)ﬁnﬁﬁﬁﬁﬂmeﬂmﬁm%ﬂﬁmmﬁﬂim

MBMymngwjaaﬂmm Am@gﬂmmm
8 the Task Group on General Education (1988), the American Association of State
Cwmmmmugmnmmmausﬂuum;mm
mmssaumGM)mmmnmﬂ:: sste teaching.
mmmnmm:ﬁmmmiammm-ﬂm
mﬂbmﬂhmmﬂemﬂMhﬁmmm
Mmmnhqﬂydimﬂmhm, Xiversities is also evident,
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memferﬂmmpmvmcﬂ‘uhmghubeenexm::edmen si
time; (b) there has been a broade
(c) the pressures for change have largely come from outside the universities.

Since 1940, the litera ure conceming college instruction has been replete with
exhortations that teaching must be improved. Mayhew, Ford, and Hubbard (1990)
mmmﬁadﬂmmegmﬁmnsmdeﬂkgemhmgmdaﬁeﬂmgmfwm

ing of concemn for the quality of teaching in universities;

(l)akudd‘gamﬂuedmﬂyﬁdbehefﬂmcdhgmﬂgunﬂnmﬂh
might be, and that, somehow, it can be improved; (2) there is 100 much lecturing
that is not done well, it does not provide adequately for individual differences, the:
ktmmﬂu‘;h;;m&mhhgnﬁﬂmmdmgokmklmk
degree that dc nmrepe ire people (o be teachers, and that, theref| ore, teaching is
mmfmo}:ﬂ()g uhhgisdzft; becau ghdglgmmﬂgg
many facets of human development and is not base on psychological knowledge
and research. (pp. 143-146)

ﬂmefcnmpekmmmafmmmmmmmeﬂtmﬂnyafmm

The mature of college teaching. Knapper (1988) surveyed the University of

1. Lectures (used by 98% of respondents)
2. Seminar (89%)

3. Use of sudio-visual aids (84%)

4. Group discussions (80%)

6. Directed study (74%)

7. Use of outside resource persons (72%)
8. Labs (59%)



9. Team teaching (57%)
10. Group projects (57%)
11. Use of students as teachers (50%)
12. Games and simulations (32%)
13. Use of the community as a learning laboratory (24%)
14. Computer-based instruction (24%)
15. Self-paced instruction (24%)

From this study, it is evident that the lecture method has continued to predominate
at the University of Alberta, but other methods also are widely used. As well, there are
strenuous efforts, besides the survey study on teaching by Knapper (1988), to promote
excellence in teaching among faculty members at the University of Alberta. The University
has established an office of University Teaching; many visiting scholars have been invited
to discuss with faculty members ways to enhance their teaching effectiveness. In addition,
the Rutherford Award for Excelience in Undergraduate Teaching is a means to recognize
excellent teaching at the University of Alberta (Folio, 1991).

The Research Function
Mrefmhoennmhiﬂmmﬁmind\elﬁmwnyanw
research in this type of institution (Altbach, 1987). From then on, research has played a
key role in colleges and universities. What is research? The word "research” which is not
caybdefmhamﬁclemmedhdilfmwaysbydiffmmmﬁmluh
coﬂepﬁmﬁvaﬂhsmmﬂmdnhmﬂﬂwmmﬁwm
Mmhboﬁmﬂuﬁw“qﬂiﬁw&puﬂhumhmmobm
of the study. muwumumbyuoecmmumammwmyd
mmmmuemmmwmyum-mm
Mmammnmuukamumm
mnwﬂmmkdhwupndevhemqpluiom"(p.n).
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LindsaymdNeumam(l%S)mubmaderpmpective which helped to clarify
what research is. They contended that
an understanding of "research" is best gained by looking at the context within
which the term is used. Each discipline has its own knowledge paradigm, which
detennhmtheappmpn’aemamofmuhingamhproblem. Hence, in
some disciplines "research” is what is in "project,” whereas in others it
involvesﬁeldwakahbomayexpeﬁmmﬁmmhoﬂmninisdnwdyof
documents in a library. (pp. 32-33)
Scialiﬁcumhwhkhhsplayedavayimpoﬂutmkhunivmitymhis
worth discussing. Bowen and Schuster (1991) clarified that scientific research is
cnegoﬁzedhwbasicrescmhwhichismnwdiscoverunhwofmnmmer
whemeritcmbelppﬁedwhummsocietyanocmdappﬁedmchwhkhismuw
discover ways of putting this particular knowledge to practical use.
Fuﬂmm.NeummmdLMay(l%S)idenﬁfwddwmamlchnﬂeﬁmcsof
university research as follows:
1. Reseamhreceivesmminimpemsﬁmnpmblcmdcﬂmdwithinwmmm

of a discipline. m&ﬂwmhnimmaamhpmjeamymkewu
field is the primary consideration, with any direct economic or social benefits

being secondary. As a result, both research Is and outcomes are judged
nnlﬁyondiebasisofexoeﬂencemm on] their immediate wtility in serms
of direct industrial or social relevance.

2. MMvamwmﬂwﬁ&mmwmhaMkmd
ﬁeedanﬁomextemalhnerfme...loldequmlypunuespecimremh
goals [and] the general purposes of higher education.

3. Anhuegulpanofd:emmhpmcesisﬂnwblishhudmwlufascmhy
by other researchers.

4. Diversity in approach is valued and fostered. Consequently, research is
conducted in many different ways.

s. mmaxmmmmmmmmmmm(m
&%ﬁg&wﬁngmpﬁm.%ky.“mdml

mmnaamc«fm(lm)mwmummm&m
nmmmmummmmmmu The reason
given is that teaching draws its strength and its ideas from research. Seeley (1948) stated
mﬁmlyh"hkmyhmwmmmmmaawm”unum
%0 its nature unless its members are engaged in research” (p. 6). Horowitz (1982) noted
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that “unless we invest, and invest handsomely, in basic research, we shall not be abie to
solve the most pressing problems of our time" (p. 19).
Gnymﬂoy(lm)mmhdﬂtbsgﬁtﬂcuhymembmmymm
research:
Research has always been valued hi ly and it is for research that lecturers are
normally promoted, certainly to professorships. Most university lecturers would

uydmﬂgljmhlsmemmunm ing they have to do. It is by their

research that they gain a reputation and through research they meet their peers in

Scacemic nsiutions s home g ovenean o, Sy Y ¥ Ve 0 cter

The relationship between teaching and research. The expectation that
univamyfxuhymmhmdimmeqnlmmemmmmmk
vital. Enns, Harris, Holdaway, Jopling, and Kreisel (1986) agreed that these two primary
MvhayCanﬁmmCanmRﬂmwAG:R)afﬂzmmiqum&m
impact upon the other” (p. 13). Nonresearchers blame their lack of productivity on lack of
results in increased research productivity” (p. 50). Again Enns, Harris, Jopling, and
mmmwmam)mu-mem“mmm
publication and teaching effectivencss. The Council of Europe's (1983) conference agreed
that "eaching without research would be deaf, research without seaching would be mute”
(p. 58). Vmﬂm(lﬂ)mﬁﬁmﬂﬁmuﬁvﬁqmﬁmﬁoﬂb
Mmhmmmmmhmmmﬁm"




ﬁtﬂmhmmmﬂmpuummmmmnmmmmm
money an academic brings in for research, the higher his reputation with his employing
(p-42). They questioned if the concept of "centers of excellence” with its reference 10 only
research is valid.
hm.:mﬂmgmmhnmﬂa;fmwmmmbu
researcher. MhmhkmmMzmHMWwfadlfmhym
Fromimemme&mgﬂigwmecﬁfm(lﬁmmmm
everypﬂmmmmw”' "’ileaehngmmmvemdi. Ya.m:e

teaching is enlivened and illuminated by research, a university teacher should be
expecledln& hmmdbymmhhuhmhﬁmﬁhwﬁ

e e et e A et
, ,,,::,mm:mmmm
teaching instituti ns and research institutions, but 10 make certain that "scholarship
How to allocate time effectively and properly has become a critical issue in a
university where faculty members face many competing demands--10 teach, 10 research, 1o
publish and to advise. Enns, Harris, Holdaway, Jopling, and Kreisel (1986) when
Whﬂhnﬂ:achtkﬂzmﬁmd’e:hhmyhe:p“h ndivi

in the various disciplines. In the natural sciences a strong emphasis on lsborstory
research is traditional, mmmmmmmmam

teaching . . .. (p. 44)
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Medical faculties are plainly mmmmmdmm

haveﬂ:lmgmmﬂzeem to their colleagues in law and business schools.

ﬁwmmﬂh&“ﬂ%dﬂgzmh“hrm

in the laboratory, where the rewards of profession: ¥

chneﬂymhefmrﬂ. In contrast, law school pnmmhmmemm

ty of Emhhf:ﬂﬁsmmﬁhﬂtmm
Mttached as much importance to instruction as they have 10 research. -

hmmcuﬁyﬂ:mﬁmmmsok(lﬂ&exﬂmﬁﬂﬂﬂzmkd
mmmmmhﬂlﬁﬂvﬂmﬁsuhmmd’ﬂg
public. Mmﬁ@mmwﬂu%dmmmhm
purpose. Wmm&hmmdmmmmmfumﬂ
the concem of the public regarding legal affairs is much less than that of conquering
discase. No wonder the faculties of medicine place a higher priority on research than do
attention 10 publications than to the quality of instruction. Evidently, these pattermns of

and application of knowledge are organically related. Bimbsum (1988) also staed that
mmmm ®.12). m(lﬂ)mmwm
mmamﬂnmmammmm: tion's future
growth and vitaliy” (p. 15). mummmmmmﬁ
mm&:nMImﬁnﬂﬁmmmﬂ
Hﬁebﬂﬁmlﬂ:ﬂe;b!ﬁm:ﬂbhmmm His view that
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mwMWMmeWMMsfde.
HeﬁﬂmexﬂammwhnmudfmnymhmMMMdmz
"w!wnidmdvdmuedevdopedcﬁﬁcized.mmmﬁwd.mw&edwexh
m.mwmmmmmmammmﬁmmyww.m
mmwmwm&mmm—eﬁxﬁmmmmmum
the key to success and usefulness” (p. 99), Roskens (1985) argued that research efforts in
M“memﬁﬂfnmhﬂrmdw&ham

The relationship 'baweenumhuumiceissyn\biaicm:ymmk‘ . As
i as new research discoveries will be, they can become wide ective
:Eﬂuwvmyhm:pmiﬁmboﬂuaﬁmhﬂnwkmdm
teclmologiesmdmemodsamecmmlevel.(p.m)

service.

Puhllclervke Ctm(l983)poimdandmpublicmioehalongbem
part of higher education in the United States. Crosson (1983) claimed that the term
'\mice"hmhmhmnwmmmlﬁnmdudmmm Seeley
(lM)pmﬂedavividmptdnblkmbe:

The confidence that comes from after truth can never be complete if it is an
inellectual concept of truth alone. as it is unfolded 10 us embraces the whole
man, Weaeedlawmhformnhmakewslookmudfmamelmm
mdrbuﬂhsdhmb@efadwhmdmmmn)

Amammmwumam(mum
in Crosson, 1983) includes three major areas:

1. mmmmmm»mna.m
mp"mwmmmmmuwmu
competence 0 assist
2. research toward the solution public policy problems, whether by individual or
of faculty members or by the instituies and centers of the

X short
m«mmmmhmmw
mmmwmmmmunm

p. 6-7)
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support have a responsibility 1o get involved with public service because of their essential
position of being the center of knowledge. He stated that they have the obligation o share
mmugmmmmnmmﬁﬂrmmmmmm
third behind research and ¢ ching, it is important t higher education. Fife (1983) clarified
hhghm'ﬁmﬂ:pmmﬁmﬂumﬂe&mpﬂ:mm
Anmpﬂ::ﬂvnkpﬂn‘m:ﬂmmhlﬁgﬁm
institutions because of scarce financial resources. Colleges and universities have to gain
mnﬂkmmmmmmmmmgmm&
govemment or private organizations.
Km(l?ﬁs)iﬁmsm(lgﬂl).zﬂgok(lﬂémlh:lievedhtﬂiebgﬁfmqf
m:mbﬂmwh:hm:helymummm What
mnpafmrwmmmmmmummmm
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(D1 mgmMUMfamN&gm

pubhsimg imfd:%yxm normally receive the

gn:eumpﬂ Ihemt:ihcmalm
(Z)ﬁgmimnfpublmmieeismuﬂdef

(4)%u-memmnm
partisan, lnduecﬂy(ep !I‘Iil]i’ld i | mnrémcdy(e
serving an adminis ,;,,mwmmeme)

Tbemﬂmwﬁamdmmdmuhmhmmmdmu

colleges and universities serve their surrounding societies? In answer (0 this question,
Hm(lﬁl)ﬂadﬂummmbemﬁlmmm%b
serving society so much that their two main functic eaching and research suffer.
Ashby (1971, cited in Crosson, 1983) noted that "it is only recently that American
mmmmmﬂ@dmmecﬁﬂﬂm”mnmtgmmm
objective critic, -ﬂ;mmnzmmdsMﬂmmfmhymmMm
it needs service” (p. 11).
mmnzﬂmmﬁmmmmuﬁmm)m:m
Mdmhmdumyhmﬁyhmmﬂﬂmhﬂmﬂsmnmmﬁ
by students and public* (p. viii) is vital and needs further discussion. Wolf (1969) argued
Mwﬂm-ﬂuﬂmﬂﬁamﬂmhpﬂtuﬂﬁﬂqmﬂﬂmm
mddﬁwummmmﬁmwm"@xx He concluded
Mh%nﬂﬂ““ﬁmﬂﬂ“mﬁhﬁnﬁ
mmmhwummmmwmmnem
wwnmummmmmmm"mmm
believing that i would be more appropriate for higher education o take the fole of social
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surrounding societies to modemization and prosperity. Bok (1982) concurred with the
Another aspect of service is consulting. Traditionally, cutside professional

mmmmmﬂamﬁmﬁmmrwmhmm

mmmkﬂzmmnnwmﬂ:mmmm

from a lack of current knowledge about the nature and exient of faculty consulting
ﬂmﬁmbmmbymwmdﬁmﬂmh




4

developments in their fields. Bqanﬂlewu(lﬁi)mlu&ddufmhymhm
obtain “ideas and inspiratic ' for further research, [and) build the faculty member's

Institutional service. Besides public service, faculty members play a very vital
institutional service. Yuker (1984) defined institutional service 10 include meetings,
m%mﬂmmmaﬂmﬂmmd&mihmh
person, institution, discipline, and rank" (p. 58). He found that faculty members spent
mlgiﬂuEMmmmgvmﬂmrmmm&zn
education, and social work have the tendency 10 spend more time on institutional services
than faculty from physical sciences, law, and engineering. Full professors tended 1o
devote more time 0 such activities than instructors. He concluded that the percentage of
faculty time spent on administ ive duties ranged from 8.2 percent 10 a high of 21.2
Fairchild (1981, cited in Yuker, 1984, p. 58) reporied:
L T A
professional growth . . . 39 hours on meetings and commitiee work, and 22 hours
on program ;fm(p.ss)
fmﬂqm-:hﬂtymﬂ condar mmnmmﬁfurmﬂmm

hmmmmh pmmuni 'edlepmlgmﬁm
i)mmmmmmnmmmnum(m

%®). wmmmm pnuni
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Etzioni (1964, cited in Bimbsum, 1988, p. 10) suggested that college and
university faculty members should hold the major suthority and administrators the
mmmmmhﬁmmmdwuedmmxﬁviﬁuh
order 0 support the major activity carried out by faculty. By inference, faculty should play
2 major role in the governance of the institution. The type of institutional services ranging
from administrative work to committee works do indeed occupy a large portion of faculty
members' time. anm&ww(l”l)naedmufmkymmbmmipmor
woidﬂnhuﬁmﬁammexﬁviﬁamdnmkofmlﬁﬂmm
institutions is "divided among many highly specialized and abstruse disciplines, each of
which is well understood only by the faculty members engaged in it” (p. 326).

Faculty Role Performance in Higher Education Institutions

Flexner (1930) and Hutchins (1936) believed that faculty members are the most
important element of the college and university. Faculty members in colleges and
meﬁumwwpafamdldmmmmmmm.
M(nm)mmummmmlmmfmnymwmm
mammammammmamdmmu
incompatible with one another” (p. 19). He argued that all faculty members may enjoy
mddldmmks.hnitkmnﬁdafmﬂqmemmwfmewymn
in all them.

Mastin (1977) revealed that less than 20 percent of faculty members in American
colleges and universitics engage in substantive research, and an even smaller number of
mmnym-emammmmmm Argyris
(nmwhmlm)mmmmmummmm
ammmnumdmmmumm«gm Berger
(1964, cited in Bess, 1982) found that “the effect of such negligence is deleserious 1o their
institutions and 10 themseives” (p. 19). Therefore, Bess (1982) stated:



Some f; tend to give less effort to their i ibilities and hence
Jeach poorly. caving many of s s 1esPons bl nd he They
also leave lves with feelings of guilt having not been able to fulfill their own
conceptions of the requirements of their roles. On the other hand, there are those
fxuhyﬂnmthhtmcameydwmkwspendcmm
dohumhhaduwmdwwblkaimmmmdmm
Dmlb(kss.memmhisoﬁmmpufwialmdcmuibutesliuktoh\owbdphﬂr
field. Again, faculty dissatisfaction with the role is incurred. (pp. 19-20)
Bess(l982)believedﬂmuchofﬂwtmemlesiswppaﬁveofexcelbmeinm
others. He suggested:
Doingnmh.inodmwa'ds.megedlyhelpsmwbebeuermchmhavm;b
Whemmwydm&yﬁmﬁs&&hsfamm
orming public service preserves integrity institution and keeps
research relevant. (p. 21)
Bommd&huw(l”l)alsouwdww«kofﬂwcolkgemdmimity
fxuhiessmecanbmaimoﬁowwuhppingmbwhkhmwmmch.wuk
mmmmmmmm Baldridge, Curtis, Ecker, and
Riley (1978, cited in Bowen & Schuster, 1991, p. 322) studied the percentage of time
spent by faculty members on each of the four tasks. From this study Bowen and Schuster
(l”l)cmhmdﬂmmfxuhymmbm.mammhuniveniﬁe&devmmof
their time 0 teaching. qunymunbmmyuhvdvedwimmmclum
w;.mmmrmm Bowen and Schuster (1991) explained
Mmmmfxuhymwbepupmuﬁmdhirfﬂd&m
fwduh'claaomnmmdiscmmmevﬂmumamm
Lmunwlem.fmmymmbmmexpxubms"eummm
mmm"(wwfamwmmoﬂm 1977, cised in
Bowen & Schuster, 1991, p. 322).
Awmwmmmmaxmnumwmmmu
wwmummmmam;mmumwh
Yuker, IM)MmmdMMhﬂnmmwnmh

mmuwmmmumumum
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mbyfmmﬂmﬁnmco&gsiﬂmvmmﬁsbyﬁmm@dpmy
with teaching. They revealed that even though the faculty members in American

public service activities than to either teaching or research. To them public service activities
are considered mere byproducts of teaching and research. Concurring with Crosson
(IQBS)QHMaﬂm(lW)Bmﬂ&hm(l@l)mmmmm&
E:ker:ﬂmkyt(lm)nudymmzfxuhymmberﬁmmmpuﬂ:mk
Quite small--only four or five percent.

&y%]ﬂﬂa(l%pﬁ)mﬁn&mﬁyﬁmﬁtmd
faculty workstyles found in university departments:

pe 1. Teaching-research-service (Trs). Single role emphasis
%hm mch-ﬂgfiaenbnimm
Type 2. Teaching-research-service (tRs). Single role emp
R.rgéichispim "g,ff,,i itment; teachi —

ch-service (trS). Single role emphasi:

Teaching and research are significance and have equal importance: service is of less

E:mch mnﬂmmmmmﬁdﬁﬁﬂ
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Zey-Ferrell and Baker (1984) revealed from their study that faculty members
wmummmleﬁtethgiﬂmhﬂﬁ)mhemmwm
research both suppon each other. Similar preferences were expressed by deans and
mTRsmchosenmaﬁgnﬂmmyadzrwﬁnylﬁbyﬁ:uhymmhmn

that
admnusumasmay ’mmimmmnm“@impw
resemhu\dmnﬂieynnlmg:mem:mmcfem (p. 415)
me“khm(l??l)mmﬁmﬂhnﬂguﬁﬁmd
college and university faculty members. They stated that the Ph.D. is most desired for
The need for autonomy and academic freedom. Hurtubise and Rowat
(l%Lnﬂummdzmlxmﬂannmnmus-ﬂmmm
%mwﬂmmynsdzmlmwibﬂityd;umvmnysgwmghndynmu
university without any outside controls"” (p. 67). Eurich's (1981) definition of sutonomy is
similar: "Amﬁﬁﬂmeﬁmwmm:m*‘(p.m.
mexhu(lW)be!mdm’ﬂ:uhmkpumﬂmmhebyﬁyhu
truth” (p. 30). Hmmﬂymahumwﬂﬂgler“mnmsﬂm
never has been, absolute. Brubacher (1977) and Hurtubise and Rowat (1970) do not
believe in complete autonomy because complese autonom) would require compiete financial
Muwmmwmmm:ﬁmmﬂmhhﬂBd
instructional programs. After studying systems of higher education from twelve countries,
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Eurich (1981) concluded that academic autonomy should include; teach one's subject as
one knows it and sees it; appoint and promote faculty; choose and conduct research; set
standards for admission and graduation of students. These are most frequently cited as the
essential elements of genuine college and university autonomy. Furthermore, Eurich
(1981) and Hurtubise and Rowat (1970) confirmed that institutional autonomy is needed to
protect academic freedom.

Historically, accusations against colleges and universities that they are "ivory
towers" are popular and persistent. Wolff (1969) depicted traditional colleges and
universities as sanctuaries, protected by clearly established boundaries between the
surrounding communities and their institutions. Seeley (1948) stated succinctly why
higher education institutions need some "privacy"--autonomy and academic freedom:

Accusations have been made from time to time the universities that they live

a life apart, that they are detached from the march of events and from the ideas,

motives and pressures which are agitating the life of the larger world. There is a

minwhkhdnunivet.smesmustmndmmustbeomidememhlmof

Rc 1 sea he worthof Sends o oy Levss o e e b

Presrve an ndependente, Th e o by b o e

comminedtodwwnuitofuummwconunmmemdmecommmyw

pursue that truth without fear or favour. (p. 66)

lnfact.conepmdmivenitymchmhavemmnyhadamwdepeeof
autonomy, perticularly in teaching and research (Altbach, 1987). Horowitz (1962) stated
that universities must be allowed to do what they can do best with minimal outside
ﬁndmahaduMﬂwymManemwﬁonwmy. Altbach and
Berdahl (1981) believe that colleges and universities have guarded their intemal
mmwbmmnmwmmmmmmnm
and survive. hMMMyBMamMMMEmm
education has succeeded in preserving.

Kirk (1977) stated that the concept of academic freedom had its genesis in the

memwmmmmmmfauwm
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mmdﬁamd:omeuimafﬂtmbﬂny Lﬂﬁ:l@gp&ﬁmdﬂgdﬂemﬂ
academic freedom, Kirk (1977) gave a similar definition from its genesis: "Academic
ﬁeedamisue:uﬁtymimh&zmkmﬁemimfﬁuthbyﬂmpemﬁmelives
Hededicigdmmervingﬂtmeﬂsmﬂmﬁmgedﬂzagesmﬂmexmﬂngﬂrmlmﬂ
knowledge" (p. 3). Altbach (1987) defined the same concept in different words:
ﬁgﬁﬁmaﬂﬁ:hahr'mhjsqrhgneghingmmmhmm::holmy
Bavingoffended some Pl g o it of mpoymen o
Jones (1969) stated that the German concept of academic freedom included two
complementary elements: Lemfreiheit and Lehrfreiheit--meaning freedom of learning and
freedom of teaching respectively. In the United States, Canada, and Thailand, the concept
ﬁx&m@nhpinmﬂyfxmedmﬂzhmekmﬁaﬂmarm;
Cuﬂmﬂym‘lrrmmNmmncnenpysaﬁiﬂyhigh&peeuf
MMm:ﬂmmnycmmmmgsHﬂmvmnnﬁmnmm
countries where there is more concem for political, religious, or social orthodoxy (Altbach,
1987).
mnmr«mwmcmmmmedmmemn
fmml@Immﬂ:chmmexpecdemgq At the same time, institutions
cmmmagsnfﬂgﬂfmmwhthﬂeym This is epitomized in the words of
Aurﬁverﬂtyﬁym@:imfmhiglﬁﬂmﬁﬁzgsﬁﬁm:*j,,ﬁ e for the
ﬂeﬂﬂ:mumnmﬂefamm the graduates and
g%nthnm:mbkfwmmﬂmm at large.
Toﬂﬁshhﬁnﬂgnﬁth%npm&fﬁhmﬂumm

M}hﬁﬂﬂmmummﬂmﬂhmhmm
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cf;ovm vemmen afmecumtry' whschwnemging ng from a feudal past into the new era as a

Watson (l@l)mﬂiedﬂie&velopnsmt‘fh:i universities and concluded

Mdmgiﬂgmnsdﬂgfmummtywummdbyhmm the
stitutions for different

with specific govemnment ministries the result was that all were to be found in and around
the capital, Bangkok. Ketudat (1972, cited in Watson, 1989) depicted that these
mmﬂnhscmmmkﬂnhmwmmhmﬂ:m
of truth” (p. 72).

the current development of higher education in Thailand,

1989) staed:
Univmideshm
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Sﬁwm(l%l)wpponedﬂmeideasmd&aeddu'&mivmiﬁeshakvebpm
cwnwylikemwmﬂmldphyamxﬁvemkdﬁuuyuhedbm
dcvelopmmmbeawumeofmwbdgeindumy’wfoucrxadcmkadvm”
(p. 13).

Objectives and Functions of Higher Education
KetudnmdSﬁu—m(lm)meabdmadtobjecﬁmofhiﬂueducuionh
Thailand have never been formally stated. Only the institutional functions were explicitly
stated in the University Act. Setamanit (1981) reported that in 1974 the Subcommitiee on
Higher Education of the Committee for establishing the Framework for Education Reform
proposed the following objectives of higher education:
1. The full development of intellectual abilities 1o accord with the advancement of

technology and progress of mankind.
’l;newpmdlmimofpmfmioml manpower capable of expanding social

The dissemination of know for the benefit of the community.
e o g
ethics to achieve individual and social harmony. (p. 232)

Ketudat and Srisa-an (1978) indicated that the Chulalongkom University Act
memmmmmwmuu
m'mmmummummmmmmmm
higher academic and professional education and preserving cultural heritage” (p. 24). In
mammmmm»fmmmmmywmm
public service, and culture, Srisa-an (1981) observed that the prime mission of the Thai
wmuum»uwﬂmammwmm

BMM‘WM.M“WhMmd
WMMIMWN“WNWM@M
main functions.

2.
3
4,
s.



43

The Teaching Function

M(IM)MMMyMWMBRMWM
of university faculty members. Later Setamanit (1981) confirmed that it is not uncommon
to find university faculty who think that their sole responsibility is to teach and do nothing
else. Ketudat and Srisa-an (1978) supported the idea when they revealed the result of two
survey studies of the work load of permanent faculty members at both Srinakharinwirot
University (1975) and Chulalongkom University (1976). The study found that 54.4 % of
faculty members at Chulalongkom University spent most of their time teaching while 75%
of Srinakharinwirot University faculty members engaged solely in teaching.

Instruction in Thailand, as in other countries, has been the object of criticism.
Nakata (1975) commented: "It is not the custom of Thai students t0 argue, to criticize, t0
mmamwewmmmmmmuwmmmdmm
experience" (p. 85). Indeed rote leaming is encouraged and lectures are the dominant form
of instruction. Watson (1989) indicated that students have to write down the dictations to
leam, to memorize for examination purposes, and that "much of what is taught is either
very erudite or unrelated to the needs of Thai society. Too much of the course content is
dﬂmbuwmwmmmmewwlym«m.ahsamaimahn"(p.
89).

Kmdamsm&m(lWS)ahogxpademanfadnqmmydm
in universitics. They indicated that based on the distribution of teaching faculty members in
government universities [Ph.D.s (15%); master's (50%); bachelor's (35%)). faculty
member qualifications are still less than desired. However, they stased that in recent years
umdmmmmgmmmmmhmu
Otanvoravuth (1983) reported later that the desired ratio of seaching staff of government
universities prescribed by the Ministry of University Affairs is Ph.D.s 20%; master's SS%:
bachelor’s 25%. By 1990, the distribution of teaching staff in govemment universities has
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improved to Ph.D.s 21%; master's 63%; bachelor's 16% (Personnel Division, Ministry of
University Affairs, 1990).

EventhoughOlmvmvud:(l%3)believedtlmﬂrunivcnityslmldbc
accamtabkfordneﬂ’ecﬁvmoﬁnfxultymmbminhnpmhgdrhwbdpm
skﬂkﬂﬁchmmﬂnbym.hmdiwnamﬂ\mnﬁmhabeenﬁvemo
improving the teaching effectiveness of the faculty members.

Thepﬁmﬁmcﬁmofdmethcolkmbefmﬂnmmdﬂw
Teachers College Act (1975) was teaching, As a result, the general structure of the colleges
was organized around instruction. Further, the main tasks the teachers colleges performed
after the Teachers College Act (1975) were to produce quality graduates in the ares of
mmmwx&mkmymwmm In summary, Ketudat
and Srisa-an (1978) Srisa-an (1981) concluded that the academic sysiem of the teachers
colleges before and after the enactment of the Teachers College Act (1975) was largely
oriented toward teaching.

The Research Function

Although research is a basic component of higher education in Thailand, Ketudat
and Srisa-an (1978) and Srisa-an (1981) reported that the extent of research is limised and
hmwfxmwmmmdmhmvdymwm
standards. Suvnjnu%(IWS)Myofdnmwmmlefmmmuml-
1973 only 43 % of faculty members were engaged in research. About one year Iser a
Chulalongkom University survey reported by Ketudat and Srisa-an (1978) revealed that
mly&!%dﬂmwmmhahmﬁmdwﬂ&gmmm In a similar
study conducted at Srinakharinwirot University in 1975, Ketudat and Srisa-an (1978)
muwymmaummwmtham
texts and papers. Setamanit (1981) explained the reason why the conduct of research
mmmn'wbw:hhmmmwwmﬂy



recognized, but the research work was not. However, Ketudat and Srisa-an (1978)
reported that significant research in medical science and agriculture had been conducted by
Mahidol University and Kasetsart University respectively. Setamanit (1981) indicated that
d\emmbuoffacultymmbersamgedhmhmkmmm; In order 1o
involve faculty members in research Chulalongkom University has started 10 promote
Mnmwmrmmmwmmmmﬁmmm
approved academic activities. Olanvoravuth (1983) reported the same practices in Khon
Kmuﬁmﬁtyhaderbmwmmchmﬁcﬂfy iembers
Olanvoravuth (1983) advocated cooperative research among university scholass.
UNESCO:(I%I)MMMWmechASEANEﬂE
mmmcdhwwmhwmmum&ﬁﬂﬁ
leaming in this part of the world.

Evmﬂmﬁﬂwﬁmaimofmemhhabewspeciﬁedinﬂn?@m@ﬂagm
(IMS).KmmSﬁwm(lmS)wmuwmwnemwmjﬂﬁﬁngh
their role as research centers.

The Service Function
xmmsm-m(ms)mwmumwm“ﬁnm
8 a stated goal in the Srinakharinwirot University Act in 1974. Even though the function
dmkmwwammmmuuwmwmammsm
(1m)mummmmmwsmmmﬁﬁ
Thai universities. Likewise, Olanvoravuth (1983) stated that “Services are important (o the
university and its staff because the university must serve the interests of the ¢ mmunity as
um-eduwvaﬁqmuwmmmmaﬁw@m
KMMM(IM)WMNMWEME
mmumwmmmmmm
Community service programs. Otanvoravuth (1983) casegorized services t0 commu




mhﬁmmmhmmmwwmvmm
mmmhamwmmmfmmfurﬁymmmm

Inegrated Rural Development Project (MIRD)--which involved faculty, graduste
Ummmbuukokhmeﬁmwapmymwxmmﬁzﬁmﬁenﬁ
problem of rural development. McNabb (1978) saw this as a means of universities
bringing together the expertise of their faculty 10 serve the country through community
services.

Semﬁt(l%l)nndecbtﬂla'umnmhﬁwbﬁﬁiﬁm
ldmhimmwdunaﬂm.canmmitymvieesmcomnﬁnewmk“(p.Zﬂ)ie
mi&mdwuﬂnwmmﬁufamwvaﬂqunynm He also staed thm
itwuaccepedmaallofﬂnﬁvemﬁumequllyimpaﬁl Setamanit (1981) listed
fxuhymemben'mﬁaaamhlaukanvnivenhy.dwmﬂﬂpﬁmmmmqh
Thailand. Mmafdmmmmmﬁmumm
mmmmmmwwwmmmmﬁmmm
services (within and without campus). Setamanit (1981) reported that faculty members
spent about 2.96 hours a week in the performance of social services.

(lM)muanM"mmhﬁw
University Act in 1943, smmummmm:may verity
education, research, service, and culture. The role of preserving and promc '




were established--Chiang Mai University (1964), Khon Kaen University (1965), and
Em&s@mhmmqam) Kalakicha (1973) stated this particular function of
the regional universities as follows:
O e e i L e
im&mmﬂmvmnmmpwkmdkvemwm:hdﬂﬁnﬁmm
e
resources to make the best nﬂmal!emm(p.ll)
medmhsmmfahﬂwlemm;mﬂ:mﬁmuhnﬂyhvebammemﬁ:
Mbmmmn@)ﬂmﬂmmmmqﬂn:mfﬂm Watson

Faculty Development in Higher Education

mmmmmmﬂuwauhmmnmmm The
liserature on faculty development has accumulas | at & rapid rate since the early 1970s
(Centra, 1989). BylW&Cm:miglmdﬂIMﬂhvs nstitutions

1982). Hmimhhmhﬂmwymum




WMMﬂﬂﬂmhﬂﬁymmﬁ!ﬂyﬂmﬂtwmﬂEkM'
and their institutions’ needs. According to Greenaway and Harding (1978), faculty
development may be said o have four aims:

wlwlpstﬂpafarmseﬁecuvdyspossmlemﬂmrexmm
2 wplwndemmmfurmﬁmmmemlvesfﬁrm“m:ﬂ
3. toprovndefi'f > ":'fwﬂﬂmemhmlnemnpﬂrmhﬁfwif:;f’
responsibility and career advancement;
4. to enhance job satisfaction. (p. 13)

Need for Faculty Development in Higher Education
Rﬁdm&m:chp:ﬂﬂemkﬁedmdmwl;wu
smmpbmhwwﬂelymﬁmﬁemnmdzvmmmﬁmﬁg
institutions is evident.
Mmywﬁmnnhqu(lmLEble:dkkteghg(lﬂSLMnis(!SBZ)Bmiﬂ
and Phillips (1975), and Gaff (1975) agree that colleges and universities should have an
mefwfmlw&vdommsmﬁ&pﬂpmdh"; itution 10 sustain
effective instruction. Related 10 this manter, Fishburne (Folio, 1992).(:1:3“-7
Education professor who received the Rutherford Award for Excellence
TmhlmmdgMBMTengMpfmﬁadmmmw
TmmhIMLuﬂhmmmkvﬂﬁwln
University of Alberta is 10 improve” (p. 2). In order 10 organize effective siaff and faculty
development programs and activities, a needs assessment was recomn ed as an integral
and crucial part of planning and organizing faculty development programs.
mmummnmwnmmm
capability to contribute 10 national development. Being at the apex of the educationsl

to and encouraged the diversif




delivering new knowledge on which society depends for its progress, and for producing
thehighlyskiﬂedmmpowerneededtoleadsocietymdforbenerlivhgsuadndsfaall
people in Thailand.

Understanding the nature of faculty members need for professional development
can provide the basis for creating suitable staff development programs. Gaff (1975)
indicased that:

T B el i i e

ideas, and 'veludeuhiptoi:maiveprogrsnsifmeyntomiminvim

educational climases. (p. 1)

Small, Konrad, Hassen, and Pickard (1976) stated although higher education
Mmhnmmwmmﬁpwkmummuwmmmwbyu
institutions, this is not always possible. Similarly, because of changing educational needs,
ﬂnneedfamw.mninhgamdevebpmmoﬂmhymmbmrheswmm
Mmmbmcmcopeeffectivelywidumwdcmﬂplweduponm While many
fmnymmnmmmmmﬁmﬁmaemwmw
pm;mmforfacultydcvelopmm.smmal(lmﬂmdhxwm(lm)mm
Miumwingneedfaamsymmhmimﬁmalmhwmmm
development of all staff members in higher education.

To try 1o maintain high quality of instruction in higher education within the context
ammmamwmmmwmmwmm
mwmmmmmmuwm-mm-mu
qQuality of faculty staff. In other words, an appropriate and effective professional
development program is urgently needed. Watson (1989), Elton (1987), Prachongchit
(1x4)mm(nxl)mmmumm.mmmmum
Whummmummmmmnhu
aseas of instructional and personal improvement. These findings may apply most t0



teachers colleges since, in Thailand, universities are more prestigious and can hire more

Mmﬁmmwnhudtfdhwmgﬂmcmm (a) instructions
development; (b) personal dev pment; () organizational development. These are the
tuviﬁeswhmhnmbommmmmmlmmeﬂg;ﬁfmcmmd

M&vémmmvmmymmﬂmkmmmfm jevelopment
processes. Smmmyahcuvmemmwmn:obmofm
development, the models developed by Gaff (1975), Berpquist and Phillips (1975), and
Toombs (1975) are helpful to classify activities. Konrad (1983), Centra (1978, 1985),
Gaff (1975), Bergquist and Phillips (1975) and Toombs (1975), discussed at length the
mﬂ%uﬂnnmmuﬁhﬁsﬂmﬁmm These scholars
mﬂmcmunvmewwtﬁvmmmhuﬁcm The
mmmbymmlﬂr(lﬁﬁ)nhlenIHﬂﬂgdxmnn

1. Personal development actvites: (s) workshop: seminars and presentations that

) mm@)mxuhn-ﬂmmnh

%mﬁmﬁmﬂc)mmmﬂym;(ﬂ)
mmmﬂm nmmﬁm-ﬂmmﬂ

mms&wumcﬁhmlmpm)mmm
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travel awards were highly rated by respondents. Baldwin and Blackbum (1981, cited in
Centra, 1989, p. 173) found that whereas senior faculty members enjoyed personal growth
oppannﬁﬁs.ywmerfmhymbmmwdwmjoywakﬂmmmn Fulton
and Trow's (1974, cited in Centra, 1989, p. 173) study showed that many professors
turned more o teaching than research when they became older. Centra (1985) noted that
mmmmmumammwmnymm
productivity. Cum(lmxﬂmmhded:"SomeMmlynotsimplyhewm
mmmmzmmmwufanMsammd
their careers” (p. 173). However, Bergquist and Phillips (1975) argued that effective
facunydcvebpmmmspecftdlyhavebdowimmepdmyﬁmﬁmduhcuhy
members--instruction in the classroom. In this concept, instructional development
components are the most important.

Assessing Faculty Development Needs
'l'hetem"need"lmmmydiffmmﬁnp. Taba's (1962) definition of need
was widely accepted and used by many writers, including educators in Thailand. She
mmdammmmmwdmwmﬂum
objectives” (p. 286). Educational needs assessments have been conducted all over North
mmmmaummumm
development must be based on the needs of the staff members. For example, Burrello and
M(nm)mmmwmmmmu
based on the expressed needs of the staff, Prachongchit's (1984) and Ramaiah's (1984)
mmmuwhmmu&mm
mmmaumamm. The results from
MWMMMW&lM!«M&y«WW
Mmmmmmumudumu
the needs of individual members. In selecting goals and objectives it is assumed that some



Hsmmm&mmmrmuymmmly Harris (1989, p. 57)
muﬁmssingnsedsu:pmafﬂtgonemmm In an educational
cmexnfommhm&mchmekﬂmﬂmsmnpﬂummm
mmvﬂadbymmﬁmﬂmﬂmungmddﬁlofmiﬂmeyh;hﬂaﬂ

Faculty Development in Thailand

Ketudat and Srisa-an (1978) indicated that some activities of staff and faculty
development such as professional conferences and scholarships for faculty members to
mﬁk“ﬁ@nlhﬂﬂkvﬂhﬂeh@mmmmmw
since 1977. Chulalongkom University was the first university 10 initiste a staff
development program in order 10 improve the quality of faculty teaching. Further, Ketudat
msmam)medmim]mwimm:mmhbw Jualification
teaching staff of colleges and universities. Later, the cabinet approved and established a

ission (UDC) to produce qualified teaching staff by

m@“smmﬂﬂmﬁmmmnm A few
Training Center at Kasetsart Universit, and the In-Service Training Center st NIDA. Both
centers have faculty status with a director as head of the center. The centers provided
training courses for both staff members and outside agencies. Besides providing training
ance and advice 10 govemment and state enterprises. Currently, Prachongchit (1984)
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Historical Development of Teachers Colleges Outside Thailand

A study of historical development of teachers colleges overseas would shed some
light on what have happened to those teachers colleges and what has become of them. This
information will enable teachers colleges to anticipate the kind of changes which might lie -
ahead.

Development of Teachers Colleges in Canada

Wideen and Hopkins (1983) stated that the most significant change that had
occurred in Canadian teacher education in the past 38 years was the shift from
college/school setting to the university campus. This type of development first occurred in
Newfoundland (1945), followed by Alberta in 1945, By 1970, all teacher education in
Canada was assigned to universities.

Patierson (1976) reported that the study of teacher education in the province of
Alberta started in 1906, one year after the Province of Alberta was established, when the
province created its first "normal school" in Calgary. A rapid increase of immigrants into
Alberta created demands for schools and qualified teachers, therefore more normal schools
were needed. The Edmonton Normal School was opened in 1920. By 1921 the
University Department of Philosophy and Psychology began offering courses in
Education. Later in 1928 plans for a School of Education to train high school teachers
were announced by the Senate of the University of Alberta. With the establishment of the
School of Education, teacher education finally gained a place in the university community.
In 1939, the University of Alberta School of Education became the College of Education.
Anempts to upgrade the College of Education to the Faculty of Education had started in
1943 when a proposal 1o integrate teacher education under the Faculty of Education was
initisted by the University of Alberta. Later the same year, legisiation was passed which
allowed teacher training 10 be moved out of the govemnment-operated normal schools and
over 10 the University of Alberta. All teacher training was assigned to the University in
194S.
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Development of Teachers Colleges in the United States

In spite of the recognition of a need for better-qualified teachers, Cushman (1977)
reported, it was not until 1823 that the first private teacher training institution or normal
school was established in the United States. Johnson, Collins, Dupuis, and Johansen
(1991) reported that by the early part of the twentieth century, normal schools were forced
by several factors (e.g. the population growth and the need to keep up with the
advancement of technology ) to expand their programs. More education and more qualified
teachers were needed by society 1o keep up with the accelerated progress of knowledge and
its application to broadly different fields. To meet this growing demand, Cushman (1977)
described how the normal schools lengthened their teacher education program to two years
and became known as “teachers colleges" in 19205 and 1930s. Not long after, teachers
colleges expanded their programs 1o four years and began granting baccalsureate degrees.
Eventually normal schools were cnued state teachers colleges. Within 20 years, teachers
colleges began changing themselves lmn multi-purpose state colleges or state universities
which granted degrees in liberal arts, education and other degrees. One of the main reasons
such as Westem Michigan University have developed from teachers colleges.

Development of Teachers Colleges in England

England has a very long history of teacher education. In 1963, the Robbins
Commitiee made several recommendations in relation 1o teacher education (Khan, 1983).
made at that time was that the teacher training colleges should be
known in the future as Colleges of Education. According 0 the recommendations,
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significant changes in the organization of teacher education. One of the major objectives of
the James Report was the integration of colleges of education into the higher education

system,
training colleges. The first pattern was the linkage of teachers colleges either separately or
in groups to polytechnics. The second form of linkage was with institutions of further
education. The third pattem of linkage was the amalgamation of existing colleges of
education to form larger new units of advanced further education. The fourth form of
linkage was that between an existing college of education and a university. In 1978, a
number of colleges of education merged either with each other or with other colleges of
further education to form liberal arts colleges or institutions of higher education. Some
teachers colleges were closed due to the continued decline in birth rate.

Development of Teachers Colleges in Australia
in the early 1850s. Tumer (1943) stated that in 1940, the state teachers colleges were
responsible for the preparation of the majority of teachers in Australia. During that time

siates. By 1962, Barcan (1980) reported, the number of teachers colleges rose 1o 28.
However, a big change in Australian teachers colleges occurring after the Robbins
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advanced education. mNewMWﬂes.anngﬁcollemwmupgrﬂBdnconeg:
of advanced education. Mcmmﬂtzmmmmermmm“hmcdbgﬂ
part of a new organization--the State College of Victoria. Williams (1978) reported that in
1969 there were 26 institutions recognized as colleges of advanced education. In 1977, the
number rose to 80. Ammmmtvel@mafmum:imltncdlepmm
become an institution of education within the university. The establishment of Deakin
University, from Geelong Teachers Colleges and the Gordon Institute of Technology, is a
good example of this.

The study of historical development of teachers colleges outside Thailand helps
both faculty members and administrators to reali e that the change is inevitable, Most
nxknwlkpsbxmedmﬂmwfmhmde&mmmmmm A
mmbadfxukymnbenswﬂum:ﬂmhisﬁmncmnplxmwﬂihehz
tucherscollegesmdmwmmahmeﬂmqun They may see more disy .« antages
mmmmmummedhﬁsmmmqm:_ They may not want to
become subject to the norms of the university. To keep them informed would bring them
bkamﬁtymmymptmsuppgﬂﬂg:lmg.

Job Satisfaction

Jdm(l%)explmwddujobmxfm‘?efmmacdmmafmWhieh
workers have about their jobs" (p. 127). Job satisfaction comprises two aspects--facet
satisfaction and overall satisfaction. Facet satisfaction is the tendency for a worker 10 have
mdepeeofmi:facﬁonwiﬁmnpectufﬂ:pb Overall satisfaction is “an overall
or summary indicator of a person's attitude toward his or her job that cuts across the
various facets” (p. 127). In Miklos's (1992) review of doctoral research completed in the
Department of Educational istration, the University of Alberta since 1958, he stased
that satisfaction has been trested differerly in different studies. On one hand, it is viewed
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&s "a characteristic that merits attention in its own right" (p. 6-15), on the other hand it is

viewed as an indicator of effectiveness.

Many theorists presented their theories concerning job satisfaction. Among these,
Herzberg's and Maslow's theories provided fundamental understanding in spite of other
theorists' criticism of the treatment of human needs, satisfaction, and motivation in these

theories.

Theories of Satisfaction

Motivation-hygiene theory. The basic principle of Herzberg's (1966) theory
is that there are two sets of factors--one set of "intrinsic” rewards or motivators contributes
10 job satisfaction and the other set of "extrinsic" ones or hygiene factors produces job
dissatisfaction. Motivators include achievement, recognition, possibility of growth,
responsibility, advancement, and the work itself. Hygiene factors comprise interpersonal
clationships, technical supervision, policy and administration, personal working
conditions, and personal status and job security. Herzberg (1966) concluded that
another. lnhnvzwnfmmhsmehchievemcmm-nempoyeu
satisfaction, but lack of it will not create dissatisfaction. On the contrary, lack of

erpersonal relations with supervisors or peers can lead to dissatisfaction.

This theory has gained considerable attention in the study of job satisfaction.
Johnson (1988) reported that "within current literature, this theory continues to attract both
considerable support and extensive criticism" (p. 31).
and Ames (1983) claimed that Maslow’s need theory “is probably the one that has been
motivates workers. Maslow's (1970) "need hierarchy” comprises five basic need levels
ranging from the lowest 1o the highest. The needs hierarchy is (1) physiological, (2)
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safety, (3) belongingness and affiliativeness, (4) esteem, and () self-actualization.
Maslow (1970) argued that job satisfaction is directly related to the degree to which these
five needs are addressed. Tlnsﬂwofynatedﬂmmbasrneeﬂormmm
must be satisfied before the next higher-order need can be satisfied. According to Maslow,
mwmisﬁemﬂywaymnﬁﬂyglf:tuﬂinﬁmm:m In fact for most people,
Maslow's self actualization can never be fulfilled. In relation to Job satisfaction, Hudgins
et al. (1983) explained that Maslow's self-actualization as a need for continuous process of
growth and development builds on needs for achievement, competence, and independence.
Johnson (1988) intensively reviewed the literature on job satisfaction and concluded
uwlimmmmmﬂmnmmymmzﬂmmem
construct. Rice's (1978) study with the principals in Alberta found that major sources of
satisfaction are relationships with teachers, responsibility and autonomy, and a sense of
accomplishment. Rice (1978) revealed that responsibility and autonomy, and relationships
with teachers contributed the most to overall job satisfaction. Similar to Rice's findings,
JM(nm)fmmm;wnmmmmdemevm
contribution to overall job satisfaction.
ranked highest in importance to nurses: (1) the feeling that one's work is important, (2)
ommnimfamﬂsmmmme)mmiwmplmmm
m’smmkmrspnnﬂbﬂlﬁe&(ﬂmwcm“'smimm
MM(S)ﬁnmmekwwmmmmmmﬂﬂ
Job satisfaction: (1) relationships with students, (2) freedom to choose one's own
WMM(S)EMMMMWhME
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satisfaction than extrinsic job facets. Onuoha (1980) further revealed that recognition,
achievement, varied and challenging content of work, and good interpersonal relationships
with students were among factors contributed to job satisfaction. Bacon's ( 1971) study of
communication and role satisfaction in five Canadian postsecondary institutions reported
that satisfaction with communication had a positive relation to role satisfaction for
presidents, faculty members as well as students. Generally, Bacon (1971, cited in Miklos,
1992) concluded that "all groups preferred individual contacts over group contacts, oral
contacts over written contacts, self-initiated communication over other-initisted, and
informal contacts over formal ones" (pp. 6-16). Sroypan's (1988) study of the relationship
of job satisfaction of junior high school principals in Alberta 1o the personal perceptions of
school effectiveness revealed that school principals obtained their satisfaction from working
relationships with students and teachers. Miklos (1992) concluded from the three studies
of satisfaction in schools in Alberta (Gunn, 1984; Sroypan, 1988; Johnson, 1988) that the
feature of ""having a sense of accomplishment’ was strongly related to overall job
satisfaction . . . " (pp. 6-17).

Summary

Aﬁmmmiewofﬁvemajormdimcﬂymmedwmemﬂyhnwidadinmk
chapter. The literature on the mission of westem higher education highlighted different
"theory and practice" of the three main functions--teaching, research, and service in
wesiem universities. The review showed that while research and publication has become
mmmmhmmmmmwaﬂybmmm
mmnmmrammmmmumnmwnmw
function of faculty. Service may be considered a distant third behind teaching and
MNRBMMWhWMMhamd
scarce financial resources.
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ﬂnsecmdmpmemedinﬂﬁschapm.higmmauminmﬂmcompnd
Thai universities with those in the westem world. While the main purpose of the
establishment of western universities was liberal education, the chief motive in Thailand
wawmlwmanlesoumeneedsduﬁngmecmmtry'speﬁodofmodcmiuﬁon. The
minfumtionsof‘lhaicollegenndunivmiticswmalsocomwedwiﬂnﬂmofﬂg
westem universities. Besides the three traditional functions, Thai higher education adds the
ftmctionofculmtoitsmissim.alﬂmghinpncticeitisgiventheleasttecopmim
quhymembenhMmﬁvmitiesspmdmonofﬂwirﬁmmexhhgmm
activities and have very little time for the other functions.

Faculty development practice in both Thailand and North America is discussed as a
mforfacultyvinlitymdpufammimpmvm Whereas the literature on
profadanldevelopvmnindwwcmwaldhsbeenﬂudiedmxcumuluedinmd
rate since the early 19705, the history of faculty development in Thai higher education is
comparatively short. Thai colleges and universities can benefit from the western
experience. Mfacultymembmneedmbecomnmamofﬂnimmoﬁ:uhy
devebpnmmdvinﬁtyummbaudemkexcelbmeinﬂncmtoﬂifelag
learning and rapidly expanding knowledge.

mhmakd&vebmmndwxmcdmmwwumwﬂm
provide an international comparison. minfmionslmmamcmnoollemm‘ld
wide have been subject to transformation. Some have been closed but most of them have
bxmeﬂmmpdmﬂwuﬂmiﬁaacdlqudedxﬂionatxuhiudm
within universities or higher education degree-granting institutions.

The last area presented in this chapter is job satisfaction. Two popular theories--
MMdemmMMMMmM Various
research findings pertaining 1o job satisfaction are also discussed. Job satisfaction and
motivation are key factors influencing role performance.
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ﬂmmMﬂtﬂm&dMi&ﬁM(ﬁmzl) The

mission of teachers colleges is a combination
mdsemceplusﬁeumqueﬁnmemfareulmmpemvmm These four functions
became the focus for faculty development. Development theory can be applied to the
improvement of each of the functions.

The dimensions of faculty performance, which is the central concem of this study,
mfmmvﬂeﬂebﬂsfarmmafﬂzdevebpmum&ﬁmhﬂmldbe
addressed by Thai teachers colleges. Satisfaction is conceptually linked to the degree to
wmchfﬂlqmmmﬁmmfdmpﬁmammhfwm

College Mission

. l. Teaching ,
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— 3. Service —>
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CHAPTER ¢4
RESEARCH DESIGN AND METHODOLOGY

0npta4descﬁbesﬂnumhdesimmmmdologkdpmcedmuuwdhthis
study. It contains six main sections. They are research design, sampling and data
collection, the development of the questionnaire, distribution and returns of the
qmsﬁmhe.ﬂnpmﬁkofﬂwmmﬂcmsmdﬁmllyﬂwndyﬁsofﬂnduiswum

Research Design

mmemhdesimselectedformissmdyiudescﬁpﬁve survey. Ary, Jacobs and
Rmvﬂ(l%)mma&xﬁpﬁvemhisduipwdwcdmmm;ww
current status of phenomena. lnod\erwads.itducﬁbcs“whaeximwiﬂlmpecuo
variabies or conditions in a situstion” (p. 381). Therefore the data collection was done to
measure what exists without questioning why it exists. For this reason there were no
hypotheses tested in this study. The data relating to the research questions were collected
mainly through a questionnaire survey. Interviews were also used to validate and
complement the data collected through the questionnaire. Ary, Jacobs, and Razavieh
(l%)nwdﬂmdwmymdndwmidmdtobemufaadwﬁpdvem
becmaedﬁstypedmmdnkdesi;wdtoominhfmionhnluimnﬂncm
status, preferred status and the means to achieve that desired status. Furthermore, the
descriptive survey method with a questionnaire technique has been chosen because it is
deemed suitable for this kind of research. There are several advantages of a descriptive
Questionnaire survey. hkmitﬁhfacoﬂecﬁrgdaainmbspxiﬁcmm
mmmmwMﬂnmmuummadfmacwm
approach is used (Vockell, 1983). Second, Ary et al. (1990) stated that the questionnaire is
very efficient and practical for large samples. Third, Ary et al. (1990) noted that standand
instructions are provided 10 all respondents and researcher bias is avoided. Prior to data
collection, two pilot tests were carried out 10 ensure that all important issues were



Data Collection and Sample Selection
Two united colleges were selected for study. One is the urban united colleges—
Uﬁmmmmmmmmmuummmm—ua
colleges, mlyGungdTexﬂCoﬂep(ﬂt).ClmngiTmcm
(CMTC), Lampang Teachers College (LTC), and Uttaradit Teachers College (UTC), while

UCR is comprised of six urban teachers colleges--Chantrakasem Teachers College
(ChTC), Pranakhon Teachers College (PTC), Suansunantha Teachers College (SuTC),
Suandusit Teachers College (STC), Bansomdetchaophraya Teachers College, and
Thonburi Teachers Coliege (TTC). m»mmmmmm
of its very small size compared to the other five urban colleges, and CMTC was also
dropped because of its location in a very big city--Chiangmai. Two teachers colleges, then,
ﬂgmglsmdedhp(ﬁCLTEm-ﬂGﬂt)mﬂ:mbpuﬂm In
sum, the population of this study comprised all full-time academic staff members listed in
mmmmmfmgmmwm

Development of the tion

‘The major instrum ,;mtmmmmfghm“:, estionnaire

study: role perceptions of faculty members in performing the four main functions, the need

'i'ﬂﬁemmmmmmlnhﬂzm
' istration, the University of Alberta. The two gradusse students




dmwmhh&gmmvmdﬂgqmmm:mm
and experience in postsecondary education.

section (Teaching, Research, Service, and Culture), a model was crested and then

from the mode] of Teaching, 3 items(15%) from the model of Research, 3 items (15%)
from the model of Service, and 2 items (10%) from the model of Culture.

Table 4.1

Content = 4 items

Student-related
activities = 4 items

Method = 4 items Student-related
Total = 12 items Total = 3 jtems Total = 3 items Total = 2 items
Percentage = 60 Percentage = 15 Percentage = 15 Percentage = 10

were drawn from development theory presented in the section Facmity Develapment in
Higher Education (Chapter 3). Aidoo-Taylor (1986), Centra (1989), Prachongchit
(1984), Ramaish (1984), and Baldwin and Blackbum (1981, cited in Centra, 1989)
conference, study leave, work experience,

articles exc.




SaﬁsfacﬁmiwmshPmFmdnwnfmmmwcthngscaMby
Johnson (1988), Sroypan (1988), Davis (1980), Onuoha (1980).
Shwemecollectimofdmmdmehmﬂmd.dnq\mﬁmimwdevebped
in English first and then translated into Thai. Only the Thai version (Appendix A) was
used to collect data. The questionnaire was designed to elicit responses about the role
puceptianlnldbynademklxuhymmbm“spectsofpmfeaionﬂdevcloprm
and job satisfaction which are related to role enhancement.
The questionnaire consisted of six parts;
PanA.Thispquuimdmempmdemwgivemeirpmauldmcamm
zatdcr.ase.academicrl*.academicdepee.mdyemofexpuiuwe. These data were
used 10 describe the characteristics of the respondents.
Ml.minectimcmnh\edzommcﬁheﬂmﬁauoffmltymmbm. Two
cdumofﬁveL&en«ypem.acmdpafmmmfumdpafmmfu
Wm&mmeﬂw&pacepﬂmddnﬁkvdofpafamm. The numbers on
ﬂnmkcmpanedwuwronowﬁgkvehddnmpdmdpeﬂm:
1=low, 2=fairly low, 3=medium, 4=fairly high, Sehigh
MC.Mmmwukﬂanwﬁnmuwmmofﬁmem
spent on teaching, research, service, and culture.
MD.Meaianldevdoplmxdvityinmmpuamthspmn
measure the respondents’ preferences.
mnmmmmwmmuum
traditional functions of the Thai universities. This part required faculty members 0
describe their difficulties in performing the four functions.
Ml’.mmuNmbmmm'MdM
satisfaction. mhammopnwumm»mnydumm
nwm-ammh.mm



Pilot-test of the Questionnaires
In an effort 0 enhance ”ithequesummme‘ ’ "”':va:licﬁty mpﬂmmwmcm '

gmmcmmummmmgmmm@mmemmn
major study. Inﬁdiﬁm.ﬂleywereinvitedmmakgm:ﬂmgesﬁﬁsfa
impmvmgﬂiequesmn Again, five of the participants were interviewed for further
comments and rec ) '
mﬂphﬂﬂmmﬁ:hﬁsmhmm The purpose of the two
pﬂuﬂumﬂw:smexmﬂzclmtyiﬂvﬂldnyﬁﬂn uestionnaire. Some items were
mmmxmwnmﬁﬁedmmmmﬂmmm
were made to make the questionnaire complete.

Rire was sent for a

Validity
&mﬂﬂﬂumﬂm&ﬂ%(l%&)mmmmﬁm
Hmmﬂgamthhmmmmhkmmmm
Vﬂnﬁtqunmbuﬂ:myﬂmm;r In order to0 validate the ques
suggestions, some items were reworded lewﬂmﬂlmkm:ﬂlm The pilot-tests
[ the questi ,‘,’:,mmrqmmmm:mmmﬂm Again in
order $0 ensure that consistency existed between the Thai and the English versions, four
mmm:nmmaf@mﬂwumum
m&nmumwmm-wmgvhdmm
English version. In order to validate the Thai que ire, Mr. Gosinet, ’




years, was requested to scrutinize the questionnaire items. Then the revision of the
questionnaire for greater clarity was done according to his comments and suggestions.

Reliability

While validity requires both accuracy and consistency, reliability requires only
consistency (Heyes, Hardy, Humphreys, and Rookes, 1986). LeCompte and Goetz
(1982) stated that "reliability refers to the extent to which studies can be replicated” (p. 35).
Internal consistency of the questionnaire used in this study may be checked by several
methods--test-retest method, split-half reliability, coefficient alpha, or using equivalent
forms. In this study, Cronbach alpha and Guttman split-half were used to estimate internal
consistency of part B, D and F of the questionnaire, Even though the split-half method
appears (o be the most popular, there is a drawback. Nunnally (1978) revealed that the
cmhumhetwnhﬂmwﬂlvuymmhatdepenﬂngupmhowﬂt Juestionnai
items are divided. Nunnally (1978) suggested that researchers use coefficient alpha
because it gives the comrect comelation between any two halves of the iems. Giles (1987)
M';mimulqmﬂkmﬂwammmmdgm:ﬁmmm
research studies” (p. 56). However, Ary et al. (1985, cited in Giles, 1987) maintained that

thr degree of reliability needed in a measure depend to a great extent on the use that

is made of the results. If the measurement results are to be used for making a

decision about a group or even for research urposes, a lower reliability coefficient

(in the range of .30 0 .50) might be acceptable. But if the results are to be used as

decimmyhmmwimdzhiﬂummmqmmmmﬁ)

Borg and Gall (1983 cited in Giles, 1987) stated that

perfect reli nxe The more closely a reliability coefficient is to the value of

1.00, the more t ® test is free of emvor variance and is a measure of the true

The correlation coefficients for the sections of the instrument are shown in Table




related not only to professional development activities but also to resources ana appropriate
time for professional development. Therefore, these could be the causes of a low reliability

Table 4.2
Reliability Coefficients of the

Constituency CoefTicient alpha

Pilat Tent Actual Pilot Tew  Actual

Pan B. Functions (Actual) 88 .88 .87 .89
Pan B. Functions (Preferred) 96 92 97 92
Pant D. Professional Development 68 84 81 .84
Pat F. Satisfaction 84 .89 .90 91

Distribution and Returns of the Questionnaire
Financial support of Fund for Support of International Development Activities
(F.S.LD.A.), made it possible for the researcher to retum to Thailand to collect data. Due
%o limited time available, the questionnaires were distributed to all faculty members of the
four selected colleges and collected over the next few days by the researcher. Table 4.3
mgwhimmmyinlm*%mmm.mm:xmmmy
be true. Ary, Jacobs and Razavieh (1990) stated that a more reasonable expectation of rates
of returns may be 75-59 %. But that level is still very optimistic. Researchers such as Elfu
(1991), Ell (1988), Prachongchit (1984), and Kerlinger (1973) were satisfied with return
rates of S0% or 60%. Elfu (1991) further commented that the rases of retums for survey
es in universities have been about S0%. In this study, the total questionnaires




Table 4.3

Schedule of Interviews, Distribution, and
Quesuam

Retumns of the

Institutions

Activity

8 June 1992

9 June 1992
10 June 1992
11 June 1992
12 June 1992
13 June 1992
17 June 1992
18 June 1992
19 June 1992
19 June 1992
23 June 1992
24 June 1992
25 June 1992
26 June 1992

CTC
CTC
LTC
LTC
LTC
PTC
PTC
PTC
ChTC

Collec ﬁanofqusncm’ naive

Collection of questionnaires

ﬁﬂﬂiewﬁeeftﬂtym

Mhﬂm?@ﬁﬂmﬂmﬁmﬂmmm Therefore the retum rate

Analysis of Data
wwmmmdﬂmmudnmmmw
Deta analysis inchuded the use of several different statistical sechniques:



1. The data from part A of the questionnaire (Demographic Information) were
analyzed using percentage and frequency distribution .

3. The 1 test was used to test differences in means between two groups.

4. For statistical differences between means of three or more groups one-way
analysis of variance and Scheffe's test were used.

3. The Pearson product-moment correlation coefficient was used (o investigate
relationships among individual criteria.

6. Multiple regression analysis was used 1o determine what factors contribute to

Summary
jre wasdﬂelopedﬁundiemgmmmrekvmmﬂ!emm
framework of the study. The questionnaire was organized in six parts which covered
personal data, functions of faculty members, percentage of time they spent on each
function, professional development activities, their difficulties in performing their

Two pilot-tests of the g
ire that was used in the investigation. The revised questionnaire was used 0
obtain data relating to research questions. In order 1o complement the data collected by the

through open-ended were subjected to content analysis.



CHAPTER §
DEMOGRAPHIC DATA OF FACULTY IN TEACHERS COLLEGES
AND UNIVERSITIES

This chapter provides the profile of the respondents. Demographic information of
faculty members from both teachers colleges and state universities obtained from
documents collected from planning division in the Department of Teacher Education and
personnel division in the Ministry of University Affairs is also presented. However, the
was a survey undertaken in 1992 whereas from the Ministry of University Affairs the data
are for 1990. Therefore, the researcher compared faculty members' qualifications of these
two types of institutions according to what was available. The comparison of all teachers
colleges and all universities is presented.

Profile of the Respondents
mmlsmmd:mofduﬂofemumrmrdﬁmcﬂmn
presented. These data describe the respondents grouped by college, faculty, gender, age,
:&mm&hﬂm:&m&&pﬂyﬂﬁﬁummmm

Characteristics of the Respondents

presented in Tables S.1, 5.2, and S.3. The information presented in Table S.1 shows that
the most respondents (180) were from PTC. The second highest (145) was from ChTC.
The respondents from CTC and LTC numbered 60 and 85 respectively. The highest rate of
return was from PTC (86%) and the lowest from CTC (47%).



Table 5.1
Respondents by College

Institutions  Distributed Retumed Percentage

CcTC 128 60 46.87
LTC 118 8 72,03
PTC 209 180 86.12
aTC___ 214 145 5291
Total 129 470 64.47

The data recorded in Table 5.2 show that of the total number of 470 respondents,
31.70% (149) were from the Faculty of Humanities and Social Sciences, 122 (25.96%)
were from the Faculty of Science and Technology and 114 (24.25% ) were from the Faculty
of Education. The respondents who returned the questionnaires from the Faculty of
Management Science, Agriculture and Industry, and Industrial Arts numbered 35 (7.45%),
24(5.11%), and 21 (4.47%) respectively. These figures reflect the actual sizes of the

122 25.96
114 24.25




Demographic information about the respondents who compieted the question
reported in Table 5.3. The information includes the frequency and percentage distributions
of respondents by gender, age, academic rank, highest academic degree, and years of
experience. The data recorded in Table 5.3 show that 59.15% of the respondents were
female and 40.64% were male. The majority of the respondents (59.57%) were between
40-49 years old, 24.26% were older than 49 years old, and 15.74% were younger than 40
years old. In terms of academic rank, the majority (70%) of faculty members who

(70.43%) held master's degrees, while 23.41% and 4.89% had bachelor's degrees and
doctoral degrees respectively. At the time of the study, 41.06% of respondents had
worked at their college for more than 19 years, 37.24% had worked there 15-19 years, and

worked there for 9 years or less. In terms of present position, 78 respondents or 16.60%
depmmnchikmmhgchk)whﬂeEBirmﬂM%mfnhy
members. m&wﬂanmmuwﬂmmmﬁm
The comparison of demogrs hic data for the sample and for all faculty in teachers colleges
70.43%, and 23.41% of the sample held doctorates, master's degree, and bachelor's

ﬂgmpkmmexmmheeﬂkadafﬂemmam



Table 5.3

Respondents by Gender, Age, Academic Rank, Hi st Academic Degree,
Years of Experience, and Present Position

Characteristic Frequengy l"ereemge
Gender N )
Female 278 59.15
Male 191 40.64
Not reported _ ) | 0.21
39‘ and younger 74 15.74
40-49 280 59.57
30 and older 114 24.26
Not reported 2 043
Academic Rank oy o
Instructor (Lecturer) 329 70.00
Assistant Professor 128 27.24
Associate Professor 8 1.70
Professor 0 0
Not reported ) 5 1.06
Highest academic dqrez

Bachelor's 110 23.41
Master's 331 70.43
Doctorates 23 4.89
Others 5 1.06

Eﬂgwﬂ . ] 021

Years of preﬂenu

Less than 9 45 9.57
10-14 55 11.70
15-19 175 37.24
More than 19 193 41.06
ot reported 2 043
Administrators 78 16.60
Instructors 293 62.34
Notreported 9 _ 7 21.06
Towl 470 100.00




As stated earlier, teachers colleges have been upgrading to the university status.
Therefore, they must think of improving their academic staff qualifications, institutional
structure, performance of the four functions, equipment and facilities, working conditions,
and academic atmosphere (o university standards. In this chapter, the emphasis is on the
comparison of faculty members' qualifications in teachers colleges and universities.

Comparison of All Teachers Colleges and All Universities

The number of faculty members in teachers colleges and their qualifications are
recorded in Tables 5.4 and 5.5. The data in Table 5.4 show that the majority of faculty
members held a master's degree (62.12%). The second largest group were the faculty
members who had a bachelor's degree (32.55%). Only a small percentage of faculty
members held doctorates (4.82%) and even a smaller percentage held qualifications less

than a bachelor’s degree (0.51%).
Table 5.5 summarizes faculty members' academic rank. The data in Table 5.5

show that the majority of faculty members were instructors (75.39%). The second largest
group were assistant professors (23.15%). Only a small percentage were associate
professors (1.46%). There were no full professors. In fact, according to the recent survey
done by planning division in the Ministry of University Affairs in May, 1992, there are no
professors in any of the Thai teachers colleges.
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Table 5.4
Teachers College Academic Staff Qualifications by College in 1992

Institutions &:: Bachelors  Masters  Doctomses Toud
1. Umld Collegs of Lanma ) i
i Teachers College 1 44 74 9 128
1.2 C’hq Mai T;ncmCdk.p 1 ” 166 7 2%
13 nggTe:thoﬂ 1 46 68 4 1ne
1.4 Untaradit Teachers 2 51 83 12 148
2. United Colleges nfhm:hm
2.1 Phibunsongkhram Teachers College 0 36 110 ] 174
2.2 Hiﬂcmm'l‘mlm: College 0 4] 51 3 95
, hacngphet Teachers College 0 n 62 7 92
: onsawan Teachers College 1 8 103 1 163
3 Umts.l Eallep of Isan-Nua
3.1 Loei Teachers College 0 2 75 3 107
3.2 Udonthani Teachers 1 53 » 6 159
33 Sdmnﬂ:hml‘exmc'dlep 1 k 7 5 13
3.4 Mahasarakham Teachers College 0 65 9 9 171
4, UmledCollepﬂ'hann
4.1 ani Teachers College 0 55 91 10 156
4.2 Surin TEhEiColkg 0 n 85 9 13
4.3 Buriram Teachers College 0 36 86 7 19
4.4 Nakhonratchasima Teachers College 1 50 128 16 195
3. United Colleges of Si Ayuttaya
5.1 Thepsatri Teachers College 0 0 115 2 157
52 Fﬂiﬂm&AmyiTe:mgoueg 0 54 130 5 189
53 Pﬂh:zwlmyﬂmgkm‘fe:lgz ollege 0 L1 124 15 196
54 Clﬂm'r eachers College 0 56 103 6 165
55 panni College 1 49 81 10 135
6. UﬁiﬂﬁdlepdTm
C 1 Teachens Co 0 25 )| 10 106
0 55 145 6 206
1 » 8 S 128
0 M n3 1l 178
0 M 84 s 123
| 61 1 s 154
0 “ N 6 121
0 0 143 11 b2
0 'y 74 k) 124
0 ” 184 20 P &)
2 93 183 12 29
s 91 151 10 -1
10 108 151 21 29
1 106 145 n 263
1 L] 9 4 1353
k| 1984 3786 294 6,095
031 3253 6212 482 100,00




Table 5.5
Faculty's Academic Rank by College in 1992
" Institutions “Instructor Assisant Associme  Professor . Totl

1. Udedlegmemn

L1 Chiangrai Teachers College 107

1.2 Chiang Mai Teachers College 182

1.3 Lampang Teachers College n

1.4 Unaradit Teachers College 130
2. United Colleges of Puttachinnarast

2] Phibunsongkhram Teachers College 107

2.2 Pheichabun Teachers College n

2.3 Kamphaengphet Teachers College 69

24 Nakhonsawan Teachers College 112
3. United Colleges of Isan-Nua

3.1 Loei Teachers College 82

3.2 Udonthani Teachers College 136
3.3 Sakonnakhon Teachers College 88
3.4 Ma akham Teachers College 123
4 Umeanllepd‘lim-T:i

4.1 Ubonraichathani Teachers College 97
4.2 Surin Teachers College 85
43 Bm‘l‘mt:dlep 90
441 a Teachers College 132
s UdedeSIAmy:

51 ﬂmfﬂm&ﬂgp 127

128
253
119
148

=228

- O‘ [ %Y A [ uu L™

2R APBE anze

141
155
124
96
6.2 Nakhonprathom Teachers College 152
6.3 Muban Chombung Teachers College 9
6.4 Peichaburi Teachers College 138

7.1 Suranhani Teachers College 93
1.3 Phuket Teachers College 103
135 Yala Teachers College 91

SEINR SRR Buaay

0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0 196
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0

2 kevysye

; ﬂ 3 H’M DAALNE CUMO=N NWL~ O L Bkl ~ N XX PR
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Demographic information of university faculty members and their qualifications are
shown in Table 5.6 and 5.7. As shown in Table 5.6, the majority of Thai university
faculty members held a master's degree (60.71%), 25.10% held doctorates, 14.17% had a
bachelor’s degree, and only 4 faculty members or .02% held less than a bachelor’s degree.
Among faculty who held doctorates (3,845 faculty members) which is the preferred
requirement of most universities, 72.28% or 2,779 faculty members worked in

Metropolitan Bangkok.

Table 5.6
Academic Staff Qualifications by University in 1990

Institutions ﬁ Bachelors Masiers Dociorses  Toul

Chulalongkom University 0 332 1312 % 2440
Kasetsant University ] 190 (7 42 149
Khon Kaen University 0 250 884 218 1.3
Chiang Mai University 0 193 898 01 1588
Thammasat University 0 “ 466 169 679
Mahidol University 0 140 1,290 699 2129
Ramkhamhaeng University 0 9 519 114 732
Srinakharinwirot University 0 163 848 n 1,235
Silpakom University 2 73 311 ss e
Prince of Songkla University 1 241 619 21 1028
Sukhothai Thammathirat University 0 0 4 ® 296
Maejo Institute of Agricultural Technology (Maejo) 0 . ] 9 16 138
KMIT-Thonburi 0 8] 163 4 - 1)
KMIT-North Bangkok 0 154 194 7 375
KMIT-Ladkrabang 0 122 248 56 426
NIDA 0 2 61 ) 162
Naresuan University 0 95 16 120
Burape University 0 “® 184 ) 260
~boryajechani University 0 3 B ] -2
Toad 4 2170 9.299 3845 18318

1?7 7 0

T e Sty T Uiy

Afiairs, 1991
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Table 5.7 summarizes the academic rank of Thai university faculty members . The
majority or 43.02% of faculty members were instructors or lecturers, 34.02% were
assistant professors, 20.73% were associate professors, and only 2.23% were full
professors. Among 341 full professors, 311 or 91.20% worked in Metropolitan Bangkok.
And among 311 Bangkokian professors, 76.85% worked in two prestigious universities--

Table 5.7
Faculty's Academic Rank by University in 1990

e T e e
Chulalongkom University 905 804 103 2440
Khon Kaen University 223 4 138
Thammasat University 20 165 13 679
Mahidol University 899 510 13 2129
amkhamhaeng University 368 I mMm
t University 713 s 154 15 1,235
’ 53 474
1,152

2
(M

S32pra¥s
w
‘MO"OUNM

229
790
157

68
187
20
%2

L) %
”» 50
73
3

S
B8Nz

1
154 , 33 0
M o0
6590 5212 317 34 15318

e 43.02 340 20.73 223 100.00
oo Vit of vy Mes T o2 100

REEREERE




According to Table 5.8, the majority (62.12% in teachers colleges and 60.71% in
universities) of faculty members in both types of institutions held a master's degree.
University's faculty members with doctorates outnumbered those in teachers colleges in the

with & bachelor’s degree as those in universities. Besides, there were 31 faculty members
with less than the bachelor's degree in teachers colleges but there were only four in

In terms of faculty members' academic rank, Table 5.8 shows that the majority of
faculty members in both institution were instructors or lecturers (75.39% in teachers
colleges and 43.02% in universities). There were 341 professors (2.23%) in universities
while there were no full professors in any teachers college. There were 14 times as many
associate professors in universities as in teachers colleges on a percentage basis. In
addition, university assistant professors outnumbered those in teachers colleges in the ratio
of 1.5:1, on a percentage basis.

Table 5.8

Cmpunmnofbegeesmm&mmﬁa:mcabﬁ
“All teachers colleges 31 1.984 3.786 294 6095
051% 32.55% 62.12% 482% 100.00%
All universities 4 2.170 9,299 3845 15318
0.02% 14.17% 60.711% 25.10%  100.00%

i .
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Summary

Demographic information of faculty members from both teachers colleges and
universities was summarized in this chapter. The majority of faculty members from both
types of educational institutions had the status of either an instructor or a lecturer and held a
master's degree. Moreover, the ratio of academic staff in teachers colleges was Ph.D.s
(4.82%): master's (62.12%): bachelor’s (32.55%), whereas in universities it was Ph.D.s
(25.10%): master's (60.71%): bachelor's (14.17%). In general, the faculty members in
universities were more qualified, havir.g a higher percentage of faculty members who held
doctorates and were i ‘Il professors . However, it was evident that the percentage of full
professors and faculty members with doctorates in urban and rural universities varied,

rank, the universities' demographic data shows that 91.20% of full professors worked in
Metropolitan Bangkok while there were no full professors in three rural universities. As
was the case with academic ranks, 72.28% of faculty members who held a doctoral degree
worked in Metropolitan Bangkok whereas there was only one faculty member who held a
doctcrate at the newest university, Ubonrajathani University. The teachers colleges'
college were instructors and held a master's degree, whereas associate professors and those
who held doctorates were in a minority. There were no full professors in any teachers




CHAPTER 6
QUANTITATIVE DATA OF FUNCTIONS, PROFESSIONAL
DEVELOPMENT, AND JOB SATISFACTION OF FACULTY
Chaprer 6 presents the survey of the data conceming functions, professional
development, and job satisfaction of the faculty members of teachers colleges. These
findings are divided into sections which address the following research questions:

professional development? What are the preferred means of delivering professional
development activities? What is the overall level of job satisfaction experienced by faculty
members?

Statistical analysis was performed as a means of exploring the data, based on the
assumption that faculty members in the sample were representative of the population of
Thai teachers college faculty members.

Functions of the Academic Faculty

Traditionally, Thai teachers colleges are committed to four main functions, namely
teaching, research, service, and culture. But the way their faculty members spend their
time on each task may vary depending on institutional and/or personal factors. Fife (1964),
in his foreword for Yuker's (1984) book entitled Faculty workload: Research, theory, and
interpresation, advocated "Without lﬂeil' understanding of how the facuity spend their
age of

what areas change is needed" (p. xiv). This study, therefore, tried 1o find the percer
time faculty actually spent and would prefer 10 spend on these four functions.
s of Time Spent on Functions

mmmmmmmwﬁmmﬂmm



qQuestionnaire was developed. All respondents were requested 1o fill in the actual and
preferred percentages of thir typical work year spent on the four college tasks.

Tables 6.1 10 6.5 comprise summaries of means, standard deviations, and mean
differences of the percentage of time actually and ideally spent on Teaching, Rezearch,
Service, and Culture as perceived by faculty members,

As shown in Table 6.1, there were statistically significant differences between the
mean percentages of time faculty members actually spent and would prefer to spend on
these four traditional functions. It is obvious that teaching remains their main function, as
they reported that they spent 59.05% of their time on Teaching. However, faculty
members reported that they would prefer to spend only 48.15% on Teaching. They also
reported that they would prefer to spend 16.97% instead of 22.46% on Service. Faculty
members wanted to spend a lot more time on Research (23.35% ) than they currently do

distribution of time, Teaching was rated highest, followed in order by Service, Culture,
and Research. In terms of preferred allocation of time, Research moved up to second
place. The increase in time desired for Research was 10 be compensated by a reduction i

Table 6.1

Mean Percentages of Time Spent on Teaching. Research, Service, and
Culture as Perceived by Faculty

Function _ n=294 . in
Acul  S.D. Pefred SD. men® L

1. Teaching 5905 1860 4815 1524 1090 10,63
2. Research 897 917 2335 1168 1438 21.06
3. Service . 2245 155 1697 8. S48 682
4. Culture | 953 767 1133 608 200

8 B8 B8 h'o

8 2




Comparison of time allocation by faculty. In terms of time allocation for
both actual and preferred perceived by respondents grouped in six faculties, there were no
statistically significant differences. This suggested that the actual and preferred
distributions of time are similar across faculties.
the four traditional functions did rot vary significantly when respondents were grouped by
gender.

Comparison of time allocation by age. Table 6.2 shows that there were
some statistically significant differences between the mean percentages of time that faculty
members in different age categories actually spent and would prefer to spend on the
Research and Culture functions. In terms of the Research function, faculty members in the
40-49 age range preferred to spend more time on Research (24.64%) than did their younger
and older colleagues (20.71%, 21.26%). With regard to Culture, faculty members in the
oldest age group (50 years or older) perceived that they spend more time on this function
than the second age group (40-49)--12.30% vs. 8.67%. Generally, however, age is not a
significant variable in terms of functions.

Table 6.2

Comparison of Actual and Preferred Mean Percentages of Time Spent on
Teaching. Research, Service, and Culture by Age

" Actual Mean % Preferred Mean %
Wynor ﬂ-ii&ﬂyn 7F = ier Wynor 400 50;{:”,—; ~ lmer
Function younger years orodr P ogow yonger yos orokder T P goup
=49 m=]18] =6l Diff, = =18l p=f3 Diff.

“I.Teaching 61.12  38.25 $9.76 05 60 mme  $1.22  46.68 ®92 27 .11 tone
2Research 828 962 782 10 .34 none 2071 2464 2126 3.4 .03 13
3.Service 2128 2354 2011 13.28 mone 1626  17.36 1666 03 .69 mome
4Cultwe 930 867 1230 S4.01 32 1179 1130 1214 04 .62 nome




Comparison of time allocation by rank. Table 6.3 shows the mean
percentage of time spent on the four traditional tasks as perceived by instructors and faculty

between instructors and assistant and associate professon in the way they spent their time

on Culture. Although the statistical figure showed that instructors actually spent more time

on Culture (10.02%) than the faculty in other rank (8.18%), but the difference was minor,
Table 6.3

Comparison of Actual and Preferred Mean Percentages of Time Spent on
Teaching. Research, Service, and Culture by Academic Rank

Actual Mean % ' Preferred Mean %

Assoc&Assis  Instructor ¢ " Assoc&Assis_Instructor . 1
Function professor n=210 y P professor =210 P
n=82 n=82

I. Teaching $9.32 .09 010 92 4664 4880 .10 28
2. Research 9.29 873 047 .64 25.06 22.66 1.5 .12
3. Service 23.19 2223 047 .64 17.37 16.76 05 .59

4. Culture 8.18 1002 206 .04 1091 1L76  -1.1 .25

Comparison of time allocation by educational background. Table 6.4
dmmummmmmysim{xmtmﬁemhemhmmd
ﬁmxwymmmmwummkmhﬂcmmﬁmm
were compared by educational background. Faculty members who had doctorates actually
spent significantly more time on Research (13.57%) than those who held a bachelor’s
degree (6.79%). In terms of preferred time allocation for Research, faculty members who
had a bachelor’s degree wanted to spend the least time (20.16%) while those who had a
doctoral degree wanted 10 spend the most time (28.57%). In contrast, faculty members
who had a bachelor’s degree actually spent the most time (12.18%) on Cuhure while those
who heid a doctoral degree spent the least time (6,42%).



Table 6.4
Comparison of Actual and Preferred Mean Percentages of Time Spent on
Teaching, Research, Service, and Culture by Education
Actual Mean % PreferedMean %
Function Bachelors Master's Docorae F  p goup Bachelor's Master's Dociorse  F P growp
m59 217 =4 Diff, =59 =217 mmi4 Diff,
Teaching  57.88 5935 58350 0.1 .86 nonc  49.06 48.15 4392 06 .53 none
Rescarch 679 935 1357 36 03 3>l 2016 2384 2857 38 .02 3>l
21
Service 2313 2229 2214 0.1 93 nome 1800 1664 1821 0.6 .50 none
Culture 1218 904 642 52 01 132 1276 1134 9% 72 .10 none
- — i N
Comparison of time allocation by years of expestumee. There was smly
one statistically significant difference between the mean percenmges o : rtuslily gt
and would prefer to spend on Research as shown in Table 6.5 F=ul- sevrs who had

worked for 15-19 years preferred to spend more time on Ressuseh (2: "~ |\ than @ad those
who had nine or fewer years of experience in their college (19.19 ),

Table 6.5
O Eaching, Reteaih: Servie, ) o o o Pt on
Actual Mean % C Pretemd Memn %
. Im 1014 1519 moe o e Syn. 10-1 1513 more F pm?
Porcton T30 w3 iis mils B sy ym dwn9 T Pgow
“1.Teaching 61.77 38.33 5936 S8.18 03 .79 none 5338 ®.24 B8 HIT 1505 e
2Reseach 567 896 967 900 15.19 none 199 2045 26072256 4.4 .00 3»1
3Service  25.09 2287 2096 2323 0.7 .52 mome 1764 17.72 16.49 1694 02 .36 none
4Cuwre 745 981 987 965 08 46 none

9.77 1257 11871137 1.3.26 nome




Ceinparison of time allocation by present position. In terms of time
allocation perceived by respondents who were administrators and instructors, there were no
statistically significant differences.

Comparison of time allocation by rural and urban faculty. In terms of
time allocation perceived by respondents who worked in urban and rural colleges, there
were no statistically significant differences.

There were relatively few statistically significant relationships between mean
percentages of time spent on each function (actual and preferred) and the selected
demographic and professional characteristics. Only seven of 64 comparisons were
statistically significant. Thus, generally speaking, the information that has been presented
applies to the whole group of respondents. But there were two functions for which there
were subgroup differences which relate 1o the function of Culture and Research. Faculty
members who had a bachelor’s degree perceived that they actually spent more time on
Culmmmmdmenjcelleggug who had a doctorate or a master's. On the contrary,

Research than did their colleagues who held a bachelor’s dtpee
Perceived Level of Performance
Part B of the questionnaire contained 20 activities related to the four traditional
functions. mazxmﬂcdummsmmmmmeupmwﬂm
present level of performance. In the Preferved column, they were requesied to indicate their
eption of their desirable level of performance. The highest score on the scale of each
mmusmwmmmmmpeﬁmmmmmym




differences between means. The results show that there were statistically significant
differences between actual and preferred level of performance on all activities. Evidently,
faculty members perceived that they preferred a higher level of performance in every single
activity. Among the differences between means of these 20 function activities, those of
activities number 13 "Involvement in research in your discipline", number 15 "Writing for
publication", number 6 "Frequency of attendance at professional conferences”, number 4
"Time spent reading professional journals", and number 18 "Involving students in public
service activities" were the highest. These differences between means were the indicators

It should be noted that all 20 competencies had a mean preferred score ranging
between 3.7 and 4.4 on a 5-point scale. Therefore, all were considered to be important
competencies for performing the role of faculty members. The six most important were
number | "Presenting up to date subject matter”; number 3 "Effectiveness of instruction™:
number 4 “Time spent reading professional journals™; number 5 "Effectiveness of
communication with students in classroom"; number 9 "Attention to student evaluation™
and number 11 "Encouraging class participation.”

Factor Analysis of Activities
For further analysis, these 20 function activities were factor analyzed. Factor

(1990) and Polit and Hungler (1983) agree that factor analysis is a technique for reducing a
concepts, in order 10 determine which items contribute to the meaning of a factor. McLees
(1988), Nhundu (1987) and Jankovic (1983) suggested that the following criteria be used:
1. The item loading on a factor should be greater than or equal 10 .4,
2. hems included in a factor must make sense and contribute logically to the




Table 6.6

Faculty Members' Perceptions of Actual and Preferred
Level of Performance

Acual  Prefamd | Dillerence
Function Activities _Medd24)  nedd247 beween t p

1. Presenting up-to-daic subject maner 353 075 448 0685 091 268 00

2. Applying the principles of instructional 36l 076 431 070 070 193 .00
psychology

3. Effectiveness of instruction 354 o068 447 064 093 266 .00

4. Time spemt reading professional 320 095 440 067 120 268 .0
Jjoumals

5. Effectiveness of communication with students 3.46 0.79 441 065 095 242 0
in classroom 7

6. Frequency of atiendance at professional 253 1.02 414 078 161 2913 .00

7. Time spent in preparation for classes 351 083 434 071 083 205 .00

~dl

8. Time spent talking with colleagues about i o9 407 07 09 200 .00

9. Attention to student evaluation i85 076 441 065 056 159 .0
10. Availability for consultation with studerts e 091 423 071 075 175 .00
11. Encouraging class participation 382 0.7 442 066 060 171 .00
12. Providing realistic feedback (o students 352 o088 419 073 067 175 .00

13. Involvement in research in your 199 1.05 395 095 196 3291 .00
discipline N

14. Time spent on advising students in their 292 099 397 077 105 224 .
projects

15. Writing for publication 249 110 420 083 1.7 303 ™

16. Involvement in public service 291 L13 397 085 106 195 .00

17. Involvement in college governance 291 1.17 375 090 084 )46

18. Involving students in public service activities 2.86 1.00 400 076 114 232

19. Time spent on activities related 10 Thai 269 1.07 171 o8 102 205
culture

8838 3

i 102 39 082 080 176

Scale: 1=low, 2«fairly low, 3=medium, 4=fairly high, S=high



Furthermore, in case of items loaded on more than one factor, Giles (1988) and Nhundu
(1987) suggested that the meanings of these items be examined to assess how much they
contribute logically to the assigned factor.

All items included in any factor used in this study meet the above criteria. Analyses
with three, four, and five-factor solutions were conducted. Interpretations of the factors
emerging from these three different solutions were made and the best resolution was
selected. The five-factor solution was chosen because of the strength of the factor loadings
and the logical contribution to the meaning of the factors. Using the five-factor solution, all
items were loaded. There were two items (number 7 and 11) which were double-loaded on
two factors. However, both items appeared to fit more logically with the factor with the
lower loading.

Factors that describe the clustering of functions of faculty members.

emerged: Culture & Service, Teaching, Studemt-Related Activities, Scholarship, and
Research. They differ only slightly from the traditional functions. Culture was combined
with Service, and Scholarship was separated from Research. Student-Related Activities
emerged as a new function. The Thai concept of Scholarship is different from that of
western concept.

The variance of the five factors ranging from 6.5 to 1.0 is shown in Table 6.7. The
five factors taken together account for 59.4% of the total variance

Table 6.7
Results of Factor Analysis of Function Activities; Five-Factor Solution

Factor _Eigenvalue % variance Cum. %
1. Culture & Service 6.5 32.7 32.7
2. Teaching 1.9 9.7 Q2.4
3. Student-Related Activities 1.2 6.1 485
4. Scholarship 11 5.8 54.3

3. Research 1.0 3.1 39.4
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were used as a point of departure for a study of the priority areas of professional
development and were used to address research questions number 4 (What are the priority
areas of professional development?) and to explore relationships which exist between
demographic variables and perceptions related to faculty role performance.

Factor 1: Culture & Service. This factor contained § items with loadings
ranging from .74 10 .66. There were two related themes in the first factor: (a) Culture and
(b) Service.

Factor 2: Teaching. This factor consisted of five items relating to the function
of Teaching. The loading values of the five items ranged from .72 10 .44. Hem number
11, “Encouraging class participation by students," also loaded on the third factor: Student-
factor described the Student-related area which faculty members should bear in mind if they
wish to accomplish their main function of teaching. The loading values of the four items
ranged from .84 10 .47.

Factor 4: Scholarship. The four items which loaded on factor 4 were all items
which relate to aspects of Scholarship. The range of the loading values was from .72 to
«46. The item number 7, *Time spent in preparation for classes,"” also loaded on Factor 3
(Student-related Activities). The item was retained with Factor 4 although the higher

Factor S: Research. The last two items, item number 15 and 13, which made
up this factor illustrated attributes of Research, one of the main functions of seachers
colleges. Table 6.8 shows that the range of the loading values was .79 10.71.



Table 6.8

Varimax Factor Loadings for the Function Activities of
Faculty Members in Teachers Colleges
(n=)

§ - Factor | Factor 2 Factor 3 Factor 4 Factor 5
g A e i Culture Teaching Student- Scholar- Research
Function Activities & Relsed  ship

eTvice A(‘:lwmes

in public service activities A5

18.Involving students
19.Time spent on activities related 10 Thai culture

20.Encouragement of student involvement in cultural
activities

16.Involvement in public service

17.Involvement in college govemance

2. Applying the principles of instructional psychology
3. Effectiveness of instruction

5. Effectiveness of communication with students in
classroom

1. Presenting up to date subject matt .1
10.Availsbility for consultation with students

9. Auention to student evaluation
14.Time spent on advising students in their projects
12.Providing realistic feedback to srudents
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Priority Areas for Professional Development

Table 6.9 summarizes the faculty members’ perceptions of competency
development needs required to fulfill their role. This table contains the actual and preferred
factors mean scores (These are mean scores for the items selected as most representative of
the factor. They are not mean factor scores) and the differences between factor mean
scores of the five function factors identified by the factor analysis. The biggest gap
perceived by faculty members between the actual and preferred level of performance was
the Research function factor (difference between means=1.83). The faculty members
appeared to need assistance in undertaking research and publishing their work. The second
largest gap was the Scholarship function factor (difference between means=1.14).
Faculty members desired more time to be more involved in scholarly pw :uits and more
access to knowledge resources, such as professional journals and conferences. Next, the
faculty members perceived Culture and Service as their third largest gap (difference
between means=0.97). The faculty members wanted both themselves and their students to
be more involved in Cultural and Service activities. The fourth and fifth largest gap was
respectively Teaching (difference between means=0.83) and Student-Related Activities
(difference between means=0.75). These statistics indicated that there was greater
satisfaction with their performance of Student-Related Activities and Teaching more 5o than
the three aforementioned functions. In other words, faculty members indicated that
although they preferred better teaching performance they were less dissatisfied with what
they have done so far. Obviously, there were statistically significant differences between
actual and preferred of all the five function factors.



Table 6.9

of Priority Areas for Professional Development

F:!grngm:cu;eg betwea
Function Factor Acul  Prefamd oot ¢

~3

1. Research 2.24 407 1.83 -36.0
2. Scholarship 3.10 424 1.14 -33.3
3. Culture & Service 2.90 387 0.97 -25.1
4. Teaching .59 442 0.83 -32.6
5. Student-Related Activities 3.45 4.2 0.75 -24.6

8 8 8 8 8|

The differences between factor means reflected in Table 6.9 suggested that there
were three levels of priority perceived by faculty members in order for them to be more
effective and productive academic staff in a new comprehensive college. Evidently, the
first level of priority was Research, which had the highest difference between means
(1.83). Scholarship and Culture and Service appeared 10 be the second level of priority.
The last level of priority in which faculty members perceived a need for help was Teaching
to enhance the professional development programs in teachers colleges.

ssional development kem. The scale used in this table was: 1=low, 2=fairly low,
rated method of professional
practice at the University of Alberta or elsewhere in North American colleges and




However, this practice has been considered a very effective professional development
activity in Thailand, therefore, it was very highly rated. In fact, all eight methods were
rated highly (mean = 3.65-4.21) or seen as valuable and should have an important place in
professional development.

The means and standard deviation of each item of organizational arrangements for
professional development are also recorded in Table 6.10. Faculty members were more in
favour of holding the professional development meetings during vacations (mean = 3.55)
than during the term (3.28). In terms of professional development resources, faculty
members are more in favour of using extemal experts (mean = 4.13) than college faculty

(3.07).
Table 6.10

Means and Standard Deviation and Rank of Professional Development ltems

Methods of Professional Development

Rank “Memn__S.D.
1. Travel Grants 421 094
2. Workshops 403 088
3. Field Experiences 399 092
4. Conferences or Seminars 396 090
S. Swdy Leaves 385 099
6. Recognition of faculty members for excellence in performance 3s4 099
7. Circulation of newsletters, articles 368 097
8. Non-credit university course 365 1.11

Rank Amangemen for Profestionsl Development ______ Mean_S.D.

1. Using external experts as professional development resources 413 038
2. Holding professional development meetings during vacations 355 118

3. Holding professional development meetings during college term 328 108
4. U own faculty as ent resous 3.07 -_1.0)
Scale: 1=low, 2=fairly low, 3=medium, 4~fairly high, S=high




Job Satisfaction Experienced by Faculty

Table 6.11 contains a summary of the means, standard deviations, and rank orders
of each job satisfaction item. As in the previous table, the scale used was: 1=low, 2=fairly
low, 3=medium, 4=fairly high, and S=high.

The five items perceived by faculty members for which the highest mean
satisfaction scores were obtained were as followed: Level of responsibility in your work
(mean = 3.77); Freedom t0 use your own judgement (mean = 3.72); The location of your
college (mean = 3.70); Relationship with students (mean = 3.66); and Reputation of the
college (mean = 3.49).

The four items perceived by faculty members for which the lowest mean
satisfaction scores were obtained were as followed: Your involvement in decision making
in your college (mean = 2.51); Availability of resources (facilities, equipment, and
supplies) (mean = 2.59); Opportunities to develop your research expertise (mean = 2.71);
Ability of students in your classes (mean = 2.93).

Most of the means of the items (16 items or 76.20%) fell in the range of 2.51-3.49
indicating that they wers slightly above the “medium" level of 3. Intrinsic items such as
responsibility and freedom to use one's own judgement were rated above the extrinsic
ones, such as location and reputation of the college. However, items conceming the
possibility of growth and achievement, such as "Opportunities to develop your teaching
expertise™; “Sense of fulfiliment that you have with your job"; "Opportunities for
professional and personal growth"; "Opportunities 10 exchange knowledge with
colleagues”; "Opportunities 10 develop your research expertise” were not ranked very high
in the sense of satisfaction. The "Opportunity to develop your research expertise” was
ranked the last third lowest of all isems; this was much behind the "Opportunities 10 develop
your teaching expertise.” These are aspects of professional work which need to be
examined 10 find ways of increasing the satisfaction level of faculty.
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The relationship with students was rated higher in satisfaction than the cooperation

valued intrinsic items above extrinsic items,

In terms of the overall satisfaction with their job, the mean rating was 3.26. This
indicates that faculty were moderately satisfied with what they were doing.



Table 6.11
Means and Rank of Satisfaction Items

1 Level of responsibility in your work 3.77 0.80
Freedom to use one's own judgement 372 0.84
The location of your college 370 1.01
Relationship with students 366 0.82
Reputation of the college 3.49 0.89
Opportunities to develop your teaching expertise 334 0.84
Sense of fulfillment that you have with your job 333 092
Recognition of your work by others 331 075
Opportunities for professional and personal growth 325 0.89
10  Amount of paper work that you are required to do 3.15 1.0
11 The salary and benefits provided 3.14 0.88
12 Your physical working conditions 3.12 090
13 Cooperation among faculty members 3.09 0.95
14  Faculty member evaluation practices 3.08 085
15 Opportunities to exchange knowledge with colleagues 307 0.89
16 Amount of support you get from your supervisor 304 1.01
17  Faimess of the college administrators 302 098
18  Ability of students in your classes 293 0.81
19  Opportunities so develop your research expertise 271 103
21 vmmmnmwghmm 2.51 1.03

U A W M

w0 3

Ymumd]llﬁﬁ:ﬁmuﬁmﬁb. 326 0.80




Predictors of Overall Satisfaction
Multiple regression analysis for prediction of overall satisfaction using the five
function factors as predictors was processed. Only three predictors--Teaching, Culture &
Service, and Research--contributed significantly to the prediction. Although Research
entered as a predictor, this factor did not add appreciably to the percentage of variance.
Teaching and Culture & Service were the two functions out of the five functions examined
which contributed most to overall satisfaction, although only accounting for 14% of the

Table 6.12

Multiple Regression Analysis for Prediction of Overall Satisfaction
Using the Five Function Factors as Predictors (n=459)

Predictors MulnpleRi RZ  Bem r

1. Teaching 33 A1 33 33
2. Culture & Service 38 14 .24 )|
3. Research 39 15 23 22

Summary
Chapter 6 presented the findings of quantitative data related to five of the research
questions. Faculty members confirmed that they were committed to the four traditional
functions. In terms of time allocation to these functions, the findings showed that faculty
members preferred to reduce the amount of their Teaching and Service time because they
wanted to spend more time on Research and Culture. ‘nleﬁvenquimd,
hmﬁmmmm Involveme li
jon,” “Frequency of attendance at professions

| conferences,” “Time spent reading
Fdeﬂani,hmh. and "Involving students in public service activities.”




Factor analysis of the function activities of faculty members in teachers colleges
yielded five function factors: Culture & Service, Teaching, Student-Related Activities,
Scholarship, and Research. The three levels of priority areas of professional development
were (a) Research, (b) Scholarship and Culture & Service, and (c) Teaching and Student-
Related Activities. The first five preferred means of professional development were (a)
travel grants, (b) workshops, (c) field experiences, (d) conferences or seminars, and (e
study leaves.

The last section of this chapter dealt with job satisfaction. The five items for which
the highest mean satisfaction scores were obtained were (a) level of respongsibility in your
work, (b) freedom to use one's own judgement, (c) the location of your college, (d)
relationship with students, (e) reputation of the college. The five items for which the
bwennmmofmisfxﬁmofmmmdm(a)yminvdvemhdeckim
making in your college (b) availability of resources (facilities, equipment, and supplies) (c)
opportunities to develop your research expertise (d) ability of students in your classes and
(¢) faimess of the college administrators. The overall satisfaction of faculty members
(3.26) was slightly better than the "medium" level of 3. In terms of predictors of overall
WxﬁmehmmCuMmmmmdnmchmdmﬂ
satisfaction but the strength of prediction was low.



CHAPTER 7
PROFESSIONAL DIFFICULTIES

This chapter addresses the seventh research question of the study--What particular
barriers exist which create professional difficulties? Relevant information was collected
from the answers to the open-ended questions (Part E) in the questionnaire and from the
interviews of 15 faculty members selected from the four teachers colleges. The open-ended
questions provided spaces for the respondents to describe any difficulties that might inhibit
them from achieving their goals in the areas of (a) Teaching (b) Research (c) Service
(college and public) and (d) Culture. An interview guide (see Appendix B) was used (see
Table 4.3, Chapter 4). The data reveal both professional performance difficulties and
professional development difficulties encountered by faculty members. No attempt was
made to distinguish between basriers to effective performance and barriers to improved
performance. ‘ﬁtfmmdﬂsmﬁhnmﬁdiﬁkuhesmﬂemdm
The second section deals with barriers and difficulties in the areas of Research. The third
one is about the barriers and difficulties in the areas of Service. The last section deals with
barriers and difficulties in the areas of Culture and is followed by the chapter summary.

Teachers Colleges: Local Teaching Institutions

After the transformation of teachers colleges 1o multi-purpose institutions with a
university organizational structure, teachers colleges still receive almost the same amount of
funding. mmwmm“mmmﬂgmﬁmmm
This has resulted in shortages of proper equ it and facilities, necessary faculty
members, and support staff. As a result, it is not uncommon to find a new academic
department with only one or two faculty members. Five interviewees revealed that, 1o cope
with the plight of personnel shortages, faculty members were required to do at least one
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ideal percentage distribution for facuity members' four tasks, the average was teaching
(46.1%); research (20.7%); service (19.6%); culture (13.6%). To support this notion,
four interviewees indicated that it is a charac ristic of the teachers colleges to e:nphasize
1o the production of quality graduates or teaching. This was supported by the statement of
one of the faculty members that *70%-80% of the total budget was allocated to the

main functions supported the Teaching function. Two interviewees agreed with this idea
assigned jobs. Three interviewees expressed the view that they loved teaching and felt
every faculty member. In fact, they suggested that the other three functions could be
largely ignored without adversely affecting their professional tenure.

universities in that they had become local higher education institutions for local

emphasis on producing human resources by application of existing knowledge 1 Jocal
problems. Because of lack of funds, they did not focus on new knowledge production as
mmwmmm“myMMMnﬁmmﬁhﬁ
one was the acquisition of knowledge and the second one was the transmission
knowledge. Therefore, the two functions should gain the same recognition.”
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Constraints on Teaching
Institutional Support and Service
Financial constraints seemed to be the main concem of three interviewees. One

for teaching. The prevailing “unproductive and unscholarly" atmosphere ws

a barrier 10 professional accomplishment and to academic excellence. Seven respondents
criticized central istration for the red tape, complexity, and inconvenience of the
college support system. The bureaucratic control of college resources was the main
concern of one interviewee. Another commented that, on becoming a comprehensive

are able to grow: "Currently everything must be approved and decided by the president.”
and structure were similar to that of elementary or secondary schools. There was not much
autonomy or academic freedom. Hence, teachers colleges should concentrate more on both

Avallability of Instructional Equipment and Facilities
A key concem that was advanced by 84 respondents was the insufficiency and the

faculty members rarely used them. They preferred 10 use the “talk and chalk” sechnique.
The low quality of the college library as well as the obsolescence and inadequacy of books
and texts were also noted. According 10 four faculty members from rural colleges, a
limised access 10 knowledge and information sources 10 support higher leaming was a
required facilities and equipment. Eight respondents stated the need for better equipped



104

laboratories. Four complained about unsatisfactory classrooms. Another three commented
on the inadequacy of buildings and facilities.

Avalilability of Personnel and Other Related Matters
Three main barriers seemed to undermine the teaching performance of faculty

members. One of the most serious barriers facing faculty members seemed to be the
requirement that faculty members do non-academic jobs in addition to the traditional
colleges, unlike university faculty members, were heavily involved in non-academic and
administrative jobs besides teaching and other functions. There were many complaints
mummmmgmmmmkanmfmmmtwmm
mlmmﬂcﬂyneﬂdhﬂzmeﬂeﬁ“ More specifically, 21

ndents complained that they had 10 teach 100 many courses; nine that classes were too
mmrmmmnmmmmmmmmm
assistants 10 help prepare the lab. Also, due to the diversif ion of teachers colleges, three
especially in new areas and/or programs. Six respondents revealed that they had 10 teach

tments. hmbwﬁemmmcmm“,,; viewee
mmfedﬂumfmmﬁﬂmﬂgmdmm;;f; d 10 teach in
some new areas had 10 re-educate themselv 8 in order 10 teach, but questioned whether this
members or academic support personnel, Faculty members and/or support personnel are
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supplied by planning division in the Department of Teacher Education or altematively
teachers colleges are authorized to hire specified personnel. Therefore, two interviewees
revealed that the teachers colleges do not have their own personne! recruitment systems.
myﬂmmaedﬂmdﬁswﬂlummegxm:c!hgmlsyﬂemij,ﬂie
The third obstacle is the lack of "new blood.” Two interviewees reported that
less and less enthusiastic and active." In the opinion of the two interviewees, this lack will
certainly hurt the institution as a whole,
ﬁmhm:wescmﬁumdﬂmmfguhymmbmmm:dlemWﬁe
heavily involved in personal business affairs and consequently had insufficient time for
college duties. Due to the traffic congestion in Metropolitan Bangkok, two interviewees
revealed that urban faculty members have 1o waste at least two t0 three hours of their time

mﬂgmmﬁﬁvemmmm'umcw'mma
quality students; therefore the quality and motivational levels of students were the major
concerns of 12 respondents. One referred to teachers colleges as "knowledge-feeding
rather than imowledge-focused. Therefore, faculty members had 10 work harder and
longer in class, but still failed to achieve satisfactory student progress. One interviewee
complained about classes being 100 large in size and consequent
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students’ background and of required knowledge to start the program was 100 wide. One
respondent noted that students were (00 poor to afford extra-curricular activities, such as
fieldtrips. All these matters made it more difficult to teach, Lastly, seven respondents
complained that there were too many competing activities and too much interference and
distraction from outside of the classroom.

Professional Development
Being a faculty member in a transforming institution with more functions to fulfil,
one interviewee felt worried about the lack of budget for faculty members to attend
cmfmmmynﬂuhﬂﬂmmmmmﬁmmmpmm
new knowledge and technology. Six respondents reported that they had not much chance
to attend professional development activities. Lack of funds seemed o be the main concern
ﬂwingdkmhdpuoﬂmhm:ﬂpﬂmhnlexpﬁmcemgﬂ:uhymm
As a result, two interviewees reported that some faculty members used a "talk and chalk"

Constraints on Research
The major constrain ﬂﬂﬂlmmmm‘mummﬂ
mmmfammum Two interviewees compared universit

Norary maserials s sources o information. Six respondents eported that they received
it ecognidion for their rescarch efforts. Inemal cooperation with the college concemed
mwutremul’mmmﬁmkjﬂﬂmmum Onthe -
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oduhmd.mhmieweefmnmmbmmknmlkgemponedmudmingdﬂm
three yean nobody had submitted funding proposals for research. However, two
respondents insisted that there were some funds allocated for research but the amount was
too small to conduct "quality" research.

Availability of Equipment and Other Facilities
The lack of equipment and facilities to help support research was the major concem
for 14 respondents. Low quality library resources was also a main concem for an

Availability of Time to Conduct Research

Asmmﬁmedeuiier.facultymembenmmnﬂquuindloperfammmy
non-academic duties. As a consequence of this and of the heavy teaching loads, it was
reported by seven interviewees that faculty members lacked sufficient time 1o conduct
research. Likewise, 145 respondents reported that they lacked the time 10 conduct
research. In order to cope with this basier, and since there are currently few leave
opportunities, 11 respondents suggesied that a sabbatical leave program be established in
mchmodhaeswalbwfmhymnhmmdommemhuﬂodmadﬂﬂym
maﬁim«nhmkmmubddmumunmimmhdmdawmylﬁgch
%0 far because of lack of time. Last but not least, one interviewee stated that the college
needed support personnel so that faculty members could concentrate on and devose their
time 10 the four academic functions.

Research Methodology and Knowledge

Three interviewees reported that only a small number of research projects had been
conducted in teachers colleges 30 far and that, as a result, there was a lack of experience in
the sysem. mwmwmsmmmum_m
no experience conducting research. One obvious reason, revealed by - respondents, was
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that they had insufficient knowledge to conduct quality research. One interviewee also
pointed out that research was still "a stranger” to a number of faculty members. Few
faculty members admitied to being familiar with scholarly research activities. Moreover,
cight respondents stated that they had little confidence in their ability to conduct research.
Consequently, they indicated that they were certain that faculty members could conduct
more research if they had access to research supervisors or consultants. In addition, one
respondent reported that there was not much research sharing among faculty. Another
respondent reported that he needed to work with a team or in a collaborative research
project. The distant location of the college from sources of knowledge and information
was also a main concem for 11 respondents. However, one interviewee commented
positively that she could find enough time to do research if she had the necessary

Attitudes Toward Research

Surprisingly, faculty members' attitudes toward research seemed to play a
significant role in inhibiting the advancement of research in teachers colleges. Six
respondents stated that they were unable to see any advantage in doing research, whereas

research done in the past was kept on the shelves and had no useful application.
Fummmmfguhymmbermmdmmmwﬂh;mmdim
some faculty members from conducting research. They may see it as a waste of time and
imterviewees openly admitted that the application of statistics in research "scared” them and
was a deterrent. Age was also seen 10 be a barrier in that it was noted that s number of
fnhymmﬂmﬂymd;mmﬁmmmmmﬁgmm
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conducting research. Another two respondents cited the lack of motivation to conduct
research. They stated openly that they just did not like doing any research. This was
confirmed by a dean who cited the instance of a workshop for faculty members on

one interviewee revealed positively that even though she did not conduct research she was a
good research consumer. She obtained and applied knowledge from research findings.

Constraints on Service

Institutional Support and Service

mhckafﬁm;ngaﬂmpponﬁmdraen&aloﬁicesezmeﬂtephyamﬂmbh
preventing faculty members from achieving their service goals. Twenty three respondents
complained about the insufficient budget provided for public service activities. Six
respondents expressed their difficulties in doing service jobs because of unclear and
unspecific policy on service: service was not recognized as one of the main functions of the
college. Eighteen respondents cited the lack of support from the college, while 10
respondents complained that the redtape, complexity, and impractical rules and regulations
of the academic support organization were constraints on service efforts. The lack of
proper equipment and facilities for service was the source of much concem for nine
respondents. According to one respondent, most of the budget used for public service at
continuation because the college had to depend on what the college received from those
service system in responding to the outside requests and demands. Also three respondents
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Availability of Personnel

The lack of qualified academic staff and support personnel seemed to be the major
concem in the area of service. Eight respondents complained that there were few qualified
personnel in service functions, and an interviewee complained about the lack of service
activity planning. As aresult, college services depended mostly on the faculty members'
expertise and preferences. Seven respondents revealed that there was not much
cooperation among colleagues, students, and the college, while four respondents
complained about there being little opportunity to join the service team. While most of the
comments suggested that faculty members were not interested in public service, three
respondents noted that there were few requests from the community.

Availability of Time

As was the case with research, the main difficulty facing faculty members in
performing the service function was a shortage of time. Sixty respondents reported that
they lacked the time to perform any service. In addition, two interviewees stated that they
lacked sufficient time to perform service activities, but agreed that public services should be
the department’s responsibility. On the contrary, three respondents complained that they
had to spend too much time on service and that lowered their quality of teaching. Two
respondents mentioned the time conflict as their main basrier to service.

Knowledge and Expertise for Service

In light of the small amount of funding to support service activities, one interviewee
revealed that the college worked as a partner with outside organizations
funding. According to two interviewees with experience in both rural and urban colleges,
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colleges were more aware of their community service obligations. One interviewee
criticized that most service activities were "give away" activities instead of activities to
support people to help themselves. Another interviewee admitied that without research he
did not have new knowledge to provide or share; while another expressed that there was no
expertise in the requested area. Lastly, one interviewee complained that the location of the
college in a big city made it more difficult and more complicated for faculty members to

Constraints on Culture

Institutional Support and Service

Mmmﬂmcmmmumgwmﬂiel&kofﬁmm;ﬁdmpmfmu:
college seemed to be the major concern of many faculty members regarding culture.
Seventeen respc cmphmdﬂmﬁyhndmfﬁemfmmlnﬂﬂmmpﬁm
culture made it difficult to fulfil this function and also that there was little interest in culture
within their colleges. Five respondents complained about the lack of equipment and
facilities to casry out cultural activities. Two interviewees revealed that rural teachers
colleges had done a lot more on culture than the ones in metropolitan areas. Due to the

financial support was from outside agencies,

Availability of Time
Mwﬂ:mﬁ&m@ﬂm&ﬂzlﬁkﬂnmmbhlm
concem of three interviewees. Thirty seven ndents reported about their lack of time 10
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Availability of Personnel

Shortages of qualified personnel to carry out the cultural function was the major
concem of faculty members. Nine respondents reported a lack of qualified personnel to
work on cultural activities. In addition, the opportunity to join the cultural activities became
a problem when eight respondents revealed that they had not much chance to join the
cultural team. A similar concemn was also revealed by six respondents when they
complained that cultural function was open to a limited group of faculty members. Two
respondents revealed that the person chosen by the college to work on culture was not right
or appropriate. Twelve respondents revealed openly that they did not get involved in
cultural functions because of their lack of interest and motivation. One respondent reporsed
that he was not well-informed about cultural activities from the cultural center. Another
respondent reported that the faculty did not accept that culture was one of its functions
because of the existence of a culture center in the college. One interviewee confirmed that
mmmmaammmmmfmmmmm
atiention to cultural activities. They assumed that the center should take the whole
responsibility for the activities and development.

Knowledge and Expertise on Culture

According to many faculty members, their lack of cultural knowledge and skills,
and their negative attitudes towards cultural activities made them feel uncomfortable and
thus they did not get involved. Twelve respondents revealed that their insufficient
knowledge of culture has prevented them from pasticipating in cultural activities. Four
respondents complained that the emphasis of cultural activities was on clothes, costume,
classical dance, and dead museums instead of human ways of living. They further
commented that most of the activities held were the same old styles and pattems, and that
there were few creative ideas. In addition, two respondents revealed that most of the
initiation of the cultural activities came from the college instead of from students. One
mwummmmmpmmw‘
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This faculty member indicated that most cultural activities depended on the cultural

SUMMARY

The expansion of roles after the transformation of the teachers colleges has been
constrained by low funding which has resulted in lack of suitable equipment, laboratories.
classrooms, facilities, faculty members, and academic support personnel. The shortage of
funding also resulted in fewer opportunities for faculty members to perform their duties and

The inadequacy of support personnel had forced faculty members 10 take on such
duties. As a result, faculty members had difficulty striving for excellence in their field and
had ir cient time to perform college functions other than teaching. Flﬂm the
emphasis of the college on teaching along with its reward system might have prevented
faculty members from performing the other three functions. Another key concem was the
failed to achieve the goal of teaching.

In terms of institutional support, faculty members were not impressed with the

Lastly, the college policy, its rewards sysiem, and its academic atmosphere that did
not support faculty members to strive for excellence discouraged the faculty members from
wﬁgnmmm Moreover, limitation of the physical resources is another
basrier 10 academic producti




CHAPTER 8
EFFECT OF DEMOGRAPHIC VARIABLES ON ROLE PERFORMANCE

This chapter was developed to address the last research question--What is the effect
of demographic variables upon the perceptions of faculty role performance?

Table 8.1 shows that only 14 of a possible 80 statistically significant differences in
mean role performance were found when respondents were grouped by faculty, gender,
rank, education, experience, and location. There were no statistically significant
differences when faculty members were grouped by age or position.

Table 8.1

Distribution of Significant differences Between Mean Scores for Actual and Preferred
Activities Clustered by Factors for Groups Within Demographic Variables

Actual Preferred
— Function Factor ~ Function Factor
. Culture Teaching Srudemt Scholar Rescarch Culture Teaching Student Scholar Research
T b A e

-Facuhy sig. . . . - . - . . .
Gender . sig. sig.  sig. - . - - sig. .
Rank sig. sig.
Education . - . sig. . . . . .
qu of sig. . - - - - - . . sig.
experience

position

C&:z‘ sig. . . . . . . sig. sig. sig.




115

Differences by College Location

differences between respondents in rural and urban colleges in performing Function Factor
1 (Culture & Service), Function Factor 2 (Teaching), Function Factor 3 (Student-Related
Activities), Function Factor 4 (Scholarship), and Function Factor § (Research). With
regard to Function Factor 1, the respondents from rural colleges rated their level of
performance relatively higher than those from urban colleges. In the case of Function
Factors 2, 3, 4, and 5, faculty members from rural colleges preferred to perform at a
relatively higher level than did their urban counterparts.

Table 8.2
Clustered by Factors (By Location)
n  Mem SD. n Mem SD P

1. Culture & Service Actual 145 3.00 0.7 323 284 082 20 .04
Pefeed 140 391 063 311 385 066 08 .42
2. Teaching Acudl 145 358 047 323 361 056 0S5 .61
140 449 046 310 439 050 19 .08

145 346 063 32 34 066 00 1.00
140 430 052 08 416 057 23 .02

145 304 068 321 314 067 -14 .16
Preferred 140 434 054 311 420 060 22 020

5. Research Actual 145 229 092 322 223 091 06 55
Pefoed 140 420 071 308 402 080 22 .02°

Mmmmmﬁfpﬁmmmmfammby
faculty, only one out of 10 tests was significant at the .05 level. The respondents from the
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(Culture & Service) relatively higher than did their counterparts from the Faculty of
Sciences and Technology--3.07 compared with 2.74,

Differences by Gender

Results presented in Table 8.3 show that there were some statistically significant
differences between female and male respondents in performing Function Factors 2
(Teaching), 3 (Student-Related Activities), and 4 (Scholarship). Female faculty members
rated their level of performance of these three function factors (means=3.64, 3.55, 3.20
respectively) relatively higher than their male counterparts (means=3.53, 3.34, 2.99
respectively). In the case of Function Factors 3 and 4, female respondents (means=4.25,
4.30 respectively) preferred to perform at a relatively higher level than did their male

respondents (mean=4.14, 4.18 respectively).
Table 8.3
Mean Scores and Standard Deviations for Actual and Preferred Activities,
Clustered by Factors (By Gender)
Female Male
Func F n Men SD. n Men SD. ot p
1. Cukure & Service Aowal 277 292 079 191 284 083 10 .31
Prefered 263 391 0.67 188 382 062 15 .13
2. Teaching Actual 2 364 0SS 191 353 04 21 .03
Pefowd 262 444 0350 188 440 047 08 .40
3. Student-Relmed Activities  Actual 216 355 064 191 334 064 35 ,00°
Peforred 260 425 058 188 414 052 19 .05
4. Scholarship Actual 215 320 062 191 299 073 31 .00°
Pefeed 263 430 058 188 418 0359 20 .04
S. Research Actual 2% 227 092 199 223 090 04 .68
Pefoed 260 421 0.77 188 403 077 1.1 26

.R'w
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Differences by Rank
There were some statistically significant differences between faculty members’
academic rank and their performance. Associate and assistant professors rated their actual
and preferred level of performance of research and publication (means=2.66, 4.19
respectively) relatively higher than their colleagues (means=2.08, 4.03 respectively).

Differences by Education

Findings show that there were some statistically significant differences between
faculty members who held a doctoral degree and their colleagues in performing Function
Factor 1 (Culture & Service) and 5 (Research). Faculty members with a doctorate
preferred to perform Function Factor 1 at a relatively lower level than did their colieagues.
In the case of Function Factor 5 (Research), faculty members who had a doctoral degree
perceived that their level of conducting research and publishing was relatively higher than
those who held a master's and a bachelor’s degree.

Differences by Years of Experience

faculty members’ length of their work years at their college and their performance. Faculty
members who were grouped in 10-14 years of experience category had the perception that
their level of performing Function Factor 1 (Culture & Service) was relatively higher than
%o nineteen years of experience preferred a relatively higher level of conducting research
years (mean=3.95).

Summary
As far as results of ANOVA of the effect of de hic varisbles on faculty
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colleges preferred to perform Function Factor 2 (Teaching), 3 (Student-Related Activities),
4 (Scholarship), and 5 (Research) at a relatively higher level than did their counterparts
performance "Teaching," "Student-Related Activities," and "Scholarship" function

The key differences appeared to be in relation to Function Factor 1 (Culture &
Service) and Function Factor 5 (Research). With regard to Culture and Service, rural
respondents rated their level of performance relatively higher than did their urban
counterparts. Rural faculty members also indicated that they preferred to perform Function
Research relatively higher than did their colleagues. In terms of education, faculty



CHAPTER 9
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

relevant to the research questions, and a discussion of the ﬁndm;: Finally, conclusions.

Overview of the Study

The study was con icted to explore peiceptions of performance of faculty members
in teachers colleges in Thailand based on the four traditional functions of Thai colleges and
universities--teaching, research, service, and culture. Professional development and job
:ﬂﬂmwﬁkﬁmﬁtmedfmhymm&n’mhﬁmmmm Eigit
mmmemmnmpmﬁummm
means of the questionnaire and interviews. A review of related literat
ﬁmmmmmmmm;smﬁah&v&Mﬂ
the questionnaire to elicit responses from all faculty members from four selected teachers
colleges. The Thai version of the questionnaire was used for data collection. Fifieen

ers from the selected colleges participated in interview
: ,mmmmmmm

mmmymmﬁmmrmu&mﬁmm
analysis of variance, the Pearson product-moment correlation coefficient and multiple
regression) to determine the perceptions of faculty members regarding their role




Summary of Findings
reflect the problem statement: (s) demographic data of faculty, (b) functions of faculty, (c)

The distribution of academic staff in teachers colleges was Ph.D.s (4.82%),
master's (62.12%), bachelor's (32.55%), whereas in universities it was Ph.D.s (25.10%),

teachers colleges was full professor (0%), associate professor (1.46%), assistant professor
(23.15%), instructor (75.39%), whereas in universities it was full professor (2.23%),
associate professor (20.73%), assistant professor (34.02%), instructor (43.02%). The

an instructor or a lecturer and held a master's degree. The second largest group were

who heid doctorates were in a minority. There were no full professors in any teachers

Faculty members confirmed that they were committed 10 the four traditional
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they wanted to spend more time on research (23.35%) and culture (11.53%). In terms of
preferred time allocation, research were rated second followed by service and culture.

Reganding the 20 activities related to the major functions, faculty members preferred
a higher level of performance in every one. In terms of competencies required to perform
their role, the five most in need of improvement were involvement in research in one's
discipline, writing for publication, frequency of sttendance at professional conferences,
time spent reading professional journals, and involving students in public service activities.
The six most importan competencies for performing the role of faculty members were
m;ummﬂbhnmcﬁecuvmﬂMummm
professional journals, effectiveness of comm on with students in classroom, sttention
10 student evaluation, and encouraging class participation by students.

Professional Development
Factor analysis of the activities of faculty members yielded five factors as follows:
culture & service, teaching, student-related activities, Ichol-ﬂp and research, By

and student-related activities had the lowest need for development.

workshops, field experiences, conferences or seminars, and study leaves. In the case of
ummmmmmmnmtn In
mﬁm, velopme mmmhﬁmﬂmm
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Job Satisfaction
The five items perceived by faculty for which the highest mean satisfaction scores

were obtained were as follows: level of responsibility in your work, freedom to use one's
own judgement, the location of your college, relationship with students, and reputation of
the college. The five items perceived by faculty for which the lowest mean satisfaction
scores were obtained were as follows: your involvement in decision making in your
college, availability of resources (facilities, equipment, and supplies), opportunities to
deveiop your research expertise, ability of students in your classes, and fairness of the
college administrators. The overall satisfaction of faculty members was slightly above the
"medium" level of 3 (mean=3.26). Performance in teaching and in culture and service
were the two best predictors of overall satisfaction.

Professional Difficulties

Faculty reported difficulties in performing their duties effectively and efficiently and
in engaging in professional development. There were several factors which constrained
their performance of all functions. These were lack of funds, facilities, and equipment;
work load resulting from academic and support personnel shortages; and attitudinal or
commitment problems within the college. In addition to these factors, some specific
constraints impeded their performance of certain functions. Teaching was affected by the
poor quality of students. Research, service, and culture were inhibited by a perceived lack
of knowledge and expertise of faculty themselves.

Differences in Performance by Demographic Variables

In the case of relationthip between demographic variables and performance, there
were relatively few differences when respondents were grouped by demographic
characteristics. Respondents in rural colleges rated their level of performance of culture
and service relatively higher than did their counterparts from urban colleges. Rural faculty
members also preferred to perform most functions at a relatively higher level than did their
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urban counterparts. Female respondents rated their level of performance of teaching,
student-related activities, and scholarship function relatively higher than did their male
colleagues.

Assistant and associate professors perceived that their level of performance of
research was relatively higher than did lecturers. Faculty members who had only a
bachelor'’s degree rated their level of performance of culture and service at a relatively
higher level than did their colleagues with doctorates. Faculty with doctorates perceived
that their level of performance of research was relatively higher than did those who held a
master’s or bachelor's degree.

Discussion of Findings
In this section, the findings from this study are discussed in relation to its Thai

context.

Characteristics of Faculty

According to Bowen and Schuster (1991), colleges and universities in the United
States are generally free to determine standards
faculties. Usually a doctoral degree is required in four-year institutions, and at least a
masier’s in two-year colleges. In Thailand a target was set in 1983 for government
universities: 20% Ph.D.s, 55% master's, 25% bachelor’s (Olanvoravuth, 1983). By 1993
the desired standard was expected to be higher. However, only 25.1% of university
faculty (1990) and 4.8% of teachers college faculty (1992) held doctorates. Obviously this

other is that academic standards are lower in Thai teachers colleges than they are in Thai
receive the same public esteem as universities, and it is unreasonable 10 expect that teachers
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college faculty should function at the same level as university faculty, especially regarding
research productivity.

In the case of academic rank, Thai teachers college faculty were distributed much
lower than their university counterparts. For example, only 1.5% were associate
professors, compared to 20.7% in universities. This indicates the need for a review of
policy of rank and promotion in teachers colleges in order to bring them more in line with
that of universities.

Functions of Faculty

When teachers colleges were upgraded to university status, they became subject 1o
the norms of the university. Teachers college faculty members in this study confirmed that
they were committed to the same four traditional functions. Evidently, teaching was the
main function as they indicated that they spent 59.05% of their time on teaching. This was
supported by a consensus of 15 interviewees. The budgetary figures from the planning
division in the Department of Teacher Education (1992) indicate that the Department
Mngshfugmmwmmmmﬁmmmm
mke.ﬂmhmmeivedaﬂy@l% 1.86%, and 0.3% respectivel

was 0 teach. mmmmmummmmﬁm“
consistent with findings conducted in other countries (¢.g., Watson, 1991; Bowen &
Schuster, 1991; Setamanit, 1983; Fulton & Trow, 1975). Yuker (1984) confirmed that

Eﬂmdﬁﬂmtﬁbmm e from 43
mr«mmnmmsommmmm
Qmﬁhﬁylmmﬁw?faﬁmn
community colleges (Steckiein, Willie, and Lovenz, 1

The emphasis on teaching in Thai teachers colleges seemed appropriste and reasonsble due
10 their cumrent mandate and envisonment. According 10 Srisa-an (1981) and Insemational
Associstion of Universities (1979, cited in Watson, 1989), higher education institutions in




125

developing countries should try t0 produce human resources related to national
mmmmu-medmmmwmmyMnmmmm
whether the present balance of teaching and research is still appropriate. In light of
comparison with westemn university standar 8, faculty members in Thai teachers colleges
ﬂmhpnmemﬂmkmmemhﬁmnm
Eteshenmlkgsﬁﬂmbeeﬁecuvemmvecmmmweedkm
mmzhmmmmmmmmmpublwwnﬂmmuycm
avoid committing themselves 10 research because teaching and service can be stres
byd:MhdggMﬁmnthmHmﬂﬁSCmmﬂdEm
Conference, 1983). The allocation of budget should be reconsidered and revised 1o
support and promote research. Also the reward and promotion system should be
reexamined and geared towards more research support. In fact, it appears 10 be a good
ﬁmmmnym&nnmmmmﬁﬂmﬁuedMﬁeyMnm
more emphasis on research as well as service. The key is to upgrade the research
mmmmhu:ﬂmmmmﬁmmmmmu
mmmitﬁanmmmmﬁaﬂymn(mmd
iversity Affairs, 1991). The situation of culture in teachers colleges is a little bester, but
Faculty members indicated the three levels of priority areas of professionsl |
development for which they fek a nced for assistance. Research appeared 10 be the firs
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administrators of the colleges under study to pay perticular attention to assisting their
faculty members to obtain more knowledge and experience on research and research
methodology in order that they will be capable of pursuing excellence in this function.
Scholarship and culture and service are the next priority areas the college administrators
should consider when professional development activities are to be planned. Of the three
perceived to be in the least need of improvement. The reason may be simply that teachers
colleges have been teaching institutions from the very beginning. Faculty members spend
m:hafﬂru*mwm:lﬁu(&(ﬁ%):ﬂmm:ﬁvm ﬁzymyﬁeldudtyn

memmm-emwmmmmmmmmmm

mmelmwatﬂmfnﬂexpﬂhmeﬂmmmmmmﬂy
leave. ﬁmmdﬁnﬁmtemmim’f cshop '

knowle "—“ﬁerﬂﬂsznﬁyhﬁtw:(lm)mdydemﬂly
and also in this study. In addition, the information drawn from interviewees suggest that a
sabbatical leave program be established in teachers colleges so that faculty members would
spend an exiended period of time away from their routine 10 conduct research and do other
scholasty activities. Centra (1985) confirmed that sabbatical leaves were widely accepted as
contributing 10 faculty members' research productivity. This has been a very effective and
mWfamMyMHm«mmw
Faculty members preferred 10 have extemal experts as persons providing expertise
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supported by Prachongchit's (1984) study. While these preferences are clear, other less
a wide variety of arangements and options.

Job Satisfaction

The faculty members in this study expressed moderate satisfaction with the job they
were doing (Overall satisfaction mean=3.26 on the five-point scale). This finding was
consistent with Johnson's (1988) about elementary school principals, Gunn's (1984) study
about senior high school principals, and Rice's (1978) study with principals in Albenta, all
of which reported a moderate degree of overall satisfaction.

According to Herzberg (1966), items which bring greatest satisfaction should be
intrinsic to the job itself. The two items rated highest in satisfaction: "level of responsibility
in your work™ and "freedom to use one's own judgment" seem 10 it this theory perfectly.
These kinds of items are the indicators of effective and productive working condition which
bring intrinsic satisfaction. "Relationship with: students” ranked fourth in satisfaction; this
was consistent with Davis' (1980) study. However, other intrinsic items such as
cooperation among faculty members" (rank #13) and "opportunities to exchange
knowledge with colleagues" (rank #15), were ranked relatively low in satisfaction. This
students, lack of funds, shortages of equipment and facilities, and library resources may
college reputation, there was & high degree of connection between effectiveness and
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may be categorized as intrinsic. In the case of location, faculty members, especially the
urban ones seem to be concemed about their travelling due to traffic congestion. Thus, the
result is understandable.
mv':;wdﬂ:ﬁveitgmwlﬁehhadmelawestrmk.itisajsaﬂvinblcformlkge-
administrators 1o examine the daily events and make an effort to improve conditions. This
is clear in the case of the lowest ranked item "your involvement in decision making in your
college," which was supported by the information derived from the interviews and open-
ended questions. College administrators need to examine their govemance practices. The
second lowest ranked item concemed the scarcity of resources. This concern about
funding expressed by 129 respondents should be discussed at higher levels of
iministration. The third lowest ranked item was "opportunities to develop your research
expertise.” Respondents indicated that they spent only 9% of their time on research. In
order t0 answer to their needs, the college may have 10 allocate more financial support
ions for financial support. Ability of students

and/or propose private or external organi

was also a main concem of faculty members. This may result from the attitude of students

toward the status of the colleges. Universities are more attractive to them than teachers

colleges, therefore, their first priority is being a university student. Unless they fail to
ﬁnmﬁcdbgﬁﬁmesmyheﬂemjﬂmﬂwm

mmmmhﬁmmmmmmm In order to deal with
the problem effectively, traditional criteria and practice may have 10 be revised, adapted,
improved afier a thorough study.

Teaching as well as culture and service were the two predictors of overall
satisfaction. mmnunmmﬂmmﬂ:ﬂmm
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accomplished in teaching. This may be explained by Locke's (1976) theory of value that
because faculty members spent most of their time teaching. they perceived teaching as t

environment (teaching and its environment). However, there seems to be some conflict in
faculty members' evaluation of teaching because they indicated that they would like 1o
reduce their teaching 10 48.15%. The answer may be drawn from the interviews
which showed faculty members' awareness of the college's four functions. At the time of
the study, they devoted most of their time to only one function, teaching. Thus, they may
realize that they have to reduce their instruction I time in order to spend more time on the
other three functions. Culture and service appeared to be the second best predicior of
satisfaction. This may be because faculty spent more time and felt more familiar with
culture and service than research. In addition, a number of faculty members felt that they

Professional Difficulties

Teachers colleges have been upgraded to comprehensive higher education
mm%hmﬂhﬂmﬁemwm:ﬂmmmhwﬁhm
Unfortunately, teachers colleges were authorized 1o expand their roles with little, if any,
additional funding. According to the budgetary figure of the planning division, the
Department of Teacher Education (1992) received about $85,449, 470 for 36 teachers
Education) would get only about $2,309,445. In comparison to universities, the Ministry
of University Affairs (1991) received a total budget of $61 1,030,900 for 20 institutions.
This means that on average each university would get as much as $29,096,700. This
resulied in shortages of suitable equipment, Isboratories, classrooms, facilities, required
faculty members, and academic support personnel in teachers colleges. Thus, the budget
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allocated to the three functions other than teaching was very small. As mentioned earlier,
research received 0.22%, service 1.86%, and culture 0.33%. The budgetary figure

that 74.95% of the total budget was allocated o graduate production or teaching. Thus, the
instructional and related activities have continued to predominate a ! |
Faculty members had been busy teaching and doing administrati

for the other functions. Ewaommusrmmmmm:mmm

Mhﬁmnfﬁcmnmmpeﬁmccﬂegefummmmm In addition, the
emphasis of the college on teaching, along with its reward system, might have prevented
faculty members from performing their expected role in transforming comprehensive

Mmmhmmﬁhmwm&pﬂ
provide a more equalized opportunity for local people 1o access higher education and to
compete for better living. In addition, the distribution of teachers colleges, one teachers
college for every two neighboring provinces, is ideal to serve local commu ies throughout
the country. In order to enable these transforming colleges to be beneficial 10 the

iies they serve, the Thai govemment may have 10 reexamine and reevaluate ¢
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Differences in Performance by Demographic Variables

Of the 80 possible group comparisons only 14 showed statistically significant
differences. In other words, there were several relations s between the demographic
variables and perceptions of performance. But there were two function factors for which
there were subgroup differences. In particular, those seemed to relate 10 culture and
service, and research. Urban faculty members were less likely to be concemed with culture
“micedmdwnnﬂfncﬂtymemhenﬁnpmfmmml&elyhbg
interested in research than the lecturers.

mtmplnmofmmﬂmmmmmgmmﬂdevemsh
Mumddwmmcmt!eaﬂ’emdmﬂlefxullynimleImﬂierecmldbem
Mmmmdmmﬁmfmmmmlﬁmmmm
mwmmadiﬁmkmnfmhwwhh@fﬁmmnmm
mmfasﬁmuﬂmmﬁﬂm:.bemgdgl!ngrmmmdﬂg
hnmwednmchuﬁmymwhwmwﬂntdkhkem
methods. The college may want 10 talk to the instructons more about the possibilities of
rescarch and some other things they might be interested in doing,

Discussion from Theoretical Viewpoint
Thai faculty members are committed 0 four traditional func . On a daily basis,
umdmmeﬁmhfmhymhm:eﬁgmgmemdaﬂmm
may not only be affected by their own motivation and imerest but also by ’
exumlmvice.mfamilydem mmummmmm

mmmmm-wﬂsmwﬁm“bmm
Mckeachie (1985), Mathis (1982), Bergquist and Phillips (1975), and Gaff (1975) _
advocated the importance of faculty devel
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postsecondary education institutions. In addition, Greenaway and Harding (1978)
advocated that faculty development helped faculty members cope with this difficult period
and helped them perform as effectively as possibie in their existing roles and to provide
opportunities for faculty members to prepare themselves for changing duties and

mpauibilitiu. They confirme

mwbevaymefulfmg;m@uepmpplymﬁmn They are personal
(eg. discipline, mmmﬁm.mhxm).mm eristics (
ability, department), and extemal characte :,f"(egchmmm&:ﬂm
effectiveness, positive self-motivation, attachment and commitment, seekiig challenge, and
seif-actualization. The chief dimensions of faculty vitality seemed 10 depend on the positive
attitudes and behaviors of faculty themselves. This implies that faculty members at seachers
and cultural performance) if they feel good about themselves, their tasks, and their working
place. This finding provides incentive 10 improve the professional climase in Thai seachers
colleges.

During the transformational period, an assessment of faculty's perception of their
Mhmmﬂm;mw This study provides useful
information for teachers colleges 10 deal with development needs effectively and
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perceived to be obtained (actual) and the outcomes that are expected (preferred). In this
case professional development seems to be the vital means to achieve the satisfaction goal.

Based on the data examined and the findings obtained, the following conclusions
1. What are the demographic and professional qualifications of faculty members in
teachers colleges? How do these compare with faculty members in traditional universities?

The distribution of academic staff in teachers colleges is Ph.D.s (4.82%), master's
(62.12%), bachelor’s (32.55%), whereas in universities it is Ph.D.s (25.10%), master's
(60.71%). bachelor's (14.17%). The distribution of faculty members’ ranks in teachers
colleges is full professor (0%), associste professor (1.46%), assistant professor (23.15%),
and instructor (75.39%), whereas in universities it is full professor (2.23%), associate
professor (20.73%), assistant professor (34.02%), and instructor (43.02%). In general,
were full professors.

Faculty members at Thai teachers colleges are commited to four main functions,
teaching, research, service, and culture. Teaching appears 10 be the function on which
3. What is the perception of competencies required 10 perform these functions?
professional joumals, effectiveness of communication with students in classroom, atiention
10 student evaluation, and encouraging class participation by students. The five required
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writing for publication, frequency of aitendance at professional conferences, time spent
4. What are the priority areas of professional development?

There are three levels of priority for professional development. The highest priority
Teaching and student-related activities have the lowest need for developmen

The first five preferred means of professional development are travel grants,
workshops, field experiences, conferences or seminars, and study leaves. Holding the
6. What particular barriers exist which create professional difficulties?
funds, facilities, and equipment; work load resulting from academic and support personnel
shortages; and attitudinal or commitment problems within the college. Teaching is affected
functions examined which contribute most strongly 10 overall satisfaction although only
8. What is the effect of demog
performance?




their performance. Butﬂgmmmmrgmfwmhm“mmmp
differences. These seemed 10 relate to culture and service and research.
Itisevidemt!mfa:ulty‘semgifgmleiﬁxefmzedcouegezismemplex:ﬂ
demanding than the previous role. In ad ition, this transformation is regarded by Fullan
(1982) as a process, rather than as an event. Therefore, it will take a considerable time 10
reach the expected stage. In any transformational period, an assessment of needs is vital
(Harris, 1989), (Bumrello and Orbaugh, 1982), (Taba, 1962) and means for addressing
dzve@nmﬁpﬁasmﬂ&vemﬂnﬂlﬁaﬂmnmmmhm
ftluty'leﬁecﬁvm-ﬂmgummmmmm

Recommendations

Recommendations for Practice

Based on the findings, the following recommendations are made:
xmwm“m:wmmgmmummmm
effectively and productively if financial constraint continues 10 be a significant problem.
The government and/or the Department of Teacher Ed tion should increase the budget so
ﬂmeﬂepmMmmmmmkam This may lead 10
other sources of public financial support. The government and/or the Department of
MMNMEmfﬁmedbﬂbmhmh
expand Jocal access to higher education,

Mﬁmmmm@mnmwmm
mwﬂmmmmmmhmm
and hiring of personnel. :
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Third, in spite of financial constraint, teachers colleges have to demonstrate
commitment to staff development, quality productivity, and institutional reorganization
order to gain the public trust. Effective institutional leadership, along with partnership
building with community organizations, will be a critical element in establishing the
teachers colleges comprehensive regional universities.

Fourth, information obtained from this study should be communicated to faculty
members in teachers colleges and institutional and system leaders and meetings for
discussion should be arranged.

Fifth, teachers colleges ought to acknowledge that faculty members do perceive that
research is significant to their role as higher educators. In spite of the financial constraint,
research cannot be ignored. Instead the budget for research and development should be
increased and the award system should be geared more to research support.

This study has contributed to the development of teachers colleges in Thailand. The
investigation has revealed some important aspects of teachers colleges, for example their
need for financial assistance and professional development. In order 10 convince the
govemment to increase financial support to teachers colleges, the Department of Teacher
Bducation should initiate and support a series of studies focusing on the impact of the
transformed teachers colleges on their local communities and on the nation as a whole. A

management study should be conducted 10 facilitate the development of teachers colleges.
Knowledge obtained from the study will allow researchers and/or the suthorities to
n *mmmnmmm

consider what adjustments 10 cusrent struct

of the institutions. mmmmemnmmm
colleges in other united colleges besides UCL and UCR. mdmm
various studies would provide a more ¢ hensive understanding of how 10 upgrade and
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support teachers colleges to bring the maximum benefit 1o the country. Further research
should also deal with effectiveness of teachers college academic departments and faculties
because it is generally recognized that academic departments and faculties are key units in
teachers colleges. One useful and largely unexpiored aspect of teachers colleges is to
investigate the goals of teachers colleges. Another issue for further research is related to
the need for staff development. This investigation could be conducted in order 1o provide
college administrators a complete picture of staff development needs. Last but not least, the
process of change in teachers colleges is also worth studying.

Concluding Remarks

The information obtained from this study is not enough to confirm whether teachers
colleges have the ability and potential to be equivalent 1o universities. The findings of this
spending more than half of their time on teaching. However, faculty indicated that they
preferred to spend less time on teaching and more time on research. Their academic
qualifications were still low compared t0 state universities. Several factors constrained
their performance, the most important of which appeared 10 be a lack of funds. The future
of teachers colleges must rest in the hands of political leaders who should asticulate a vision
for them and provide the means and incentive 10 realize their full potential. Further study
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Questionnaire for Faculty Members

Part A - Demographic Information

Please check (X) or write in the appropriate answer.

1.
25
3§

‘q‘

At which college are you a faculty member? __ S _
What is your faculty? _____ ,, o -

What is your gender”?
(1)Female ____ (2)Male ____

What is your age category?
(1) Under30 ___ (450-59____

(2)30-39____ (5)60or6l _____
40-49____

S)Other________
(please specify)

(1) Bachelor's ____ (3) Doctorste ____
(2) Master's ___ (4) Other

" (Please specify)
(1)Lessthan2 ____ 410-14____
2)2-4_____ $)15-19____
3s5-9____ (G)morethan 19 ____
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PartB - Functions of Academic Faculty

Please answer the following questions by circling a number on each scale based on your
perceptions of your performance as a faculty member in a teachers college. In the Actual
column rate your present level of performance. mﬂemmummmym
judgetobe a  level of pe ce for you to aspire to in order to
worksuocessfullymmemformedcollege numbers of the scalé cor nd to the
following rating: 1=low, 2=fairly low, 3=medium, l-fnﬂy high s-hi;h

1. Presenting up-to-date subject matter 1 2 3 4 S 1 2 3 4 8
2. Applying the principles of instructional 1 2 3 4 5 1 2 3 4 5
psychology
3. Effectiveness of instruction 1 2 3 4 S 1 2 3 4 5§
4. Time spent reading professional journals 1 2 3 4 5 1 2 3 4 5
S. Effectiveness of communicationwithstudents 1 2 3 4 S 1 2 3 4 §
in classroom
6. Prequency of anendance at professional 1 2 3 4 5 1 2 3 4 5
conferences
7. Time spent in preparation for classes 1 2 3 4 5 1 2 3 4 5
8. Time spent talking with colleagues about 1 2 3 4 8 1 2 3 4 8
professional matters
9. Atention 10 student evalustion 1 2 3 4 S 1 2 3 4 5§
10. Availability for consultation with students 1 2 3 4 8 1 2 3 4 S
11. Encouraging class participation 1 2 3 4 S 1 2 3 4 S
12. Providing realistic feedback to students 1 2 3 4 S 1 2 3 4 5
13. Involvement inresearchinyourdiscipline ~ 1 2 3 4 5 1 2 3 4 S
14. Time spent on advising students intheirprojects 1 2 3 4 5 1 2 3 4 S
1S. Writing for publication 1 2 3 4 5 1 2 3 4 S
16. Involvement in public service 1 2 3 4 S 1 2 3 4 8
17. Involvement in coliege goverance 1 2 3 4 5 1 2 3 4 5
1. Involving srudems inpublicservice activies 1 2 3 4 S 1 2 3 4 S
19.Timespet on activitiesrelmed o Thaicule 1 2 3 4 S 1 2 3 4 S
2 3 4 5 1 2 3 4

20.Encouragement of student involvement in caltwral |
activities



Bart _C - Percentage of time spent on each function
Please judge the actual percentage of typical work year spent on each of the functions
ink s petgemuedisuibuﬁnnfﬁymm

work in a reformed college. The total in both columns should be 100%.

listed below, and indicate what you think is an ideal

159

Function Al Mcal
Teaching
Research ) _
Service (college and public) 7
Cultural preservation and promotion -
Total 100% 100% _

Eart D - Professional development arrangements.

Please rate each of the following arrangements in terms of its value to you for professional

development.

Scale: 1=low, 2=fairly low, 3=medium, 4=fairly high, S=high

1. Circulation of newsletters, asticles, exc.

2. Study leaves

3. Travel grants

4. Recognition of faculty for excellence in performance

S. Workshops

6. Field experiences (lemporary placement in a relsed organization)
7. Conferences or seminass

8. Non-credit university course

9. Using college's own faculty as professional development resources
10. Using external experts as professional development resources

11. Holding professional development mestings during college tenm
12. Holding professional development meetings during vacations

13. other i
14, other

(pleaie specify)
(plosss specify)

[ = B
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Part E - Professional Development Difficulties
Inthe s provided below, please descri difficulties that might inhibit you in the
o}(l)mchmg Q) mrh (B)che congemdpubhc) (4) cultural preservation
1. Teaching
2. Research
3. Service (college and public)
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Bart E - Job Satisfaction

Please rate your degree of satisfaction with each of the following aspects of your college.
Scale: 1=low, 2-fairly low, 3=medium, 4=fairly high, S=high

1. Reputation of the college 1 2 3 4 5§
2. Opportunities to develop your teaching expertise 1 2 3 4 5
3. Opportunities to develop your research expertise 1 2 3 4 5
4. Opportunities to exchange knowledge with colleagues 1 2 3 4 5
3. Opportunities for professional and personal growth 1 2 3 4 5§
6. Relationship with students 1 2 3 4 5
7. Freedom to use one's own judgement 1 2 3 4 5
8. Cooperation among faculty members 1 2 3 4 5
9. Faimess of the college administrators 1 2 3 4 5
10. Amount of support you get 1 2 3 4 5
11. Ability of students in your classes 1 2 3 4 5§
12. Amount of paper work that you are required 10 do 1 2 3 4 5
13. Sense of fulfillment that you have with your job 1 2 3 4 5§
14, Level of responsibility in your work 1 2 3 4 5§
15. Faculty member evaluation practices 1 2 3 4 5
16. Recognition of your work by others 1 2 3 4 5
17. The location of your college 1 2 3 4 5
18. The salary and benefits provided 1 2 3 4 5§
19. Your physical working conditions 1 2 3 4 5
nv«mnmmnmm 1 2 3 4 5
1 _2 3 4 S
1 2 3 4 8




Please add any other comments relevant to your role as a faculty member in a teachers

Thank you for your participation
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Interview Questions

. Among the four functions of the college (teaching, research, service and cultural

preservation and promotion), in your opinion, which one is the most important?
Why?
In order to function as an effective and productive college, what should be the ideal
What are the professional difficulties that you are facing in the area of teaching?
What are the professional difficulties that you are facing in the area of research?
What are the professional difficulties that you are facing in the area of service?
What are the professional difficulties that you are facing in the area of cultural
preservation and promotion?
In what area of your professional development do you feel needs the most attention?
In terms of professional development activities, which one is most valuable to you at
Among the four functions of the college, in which one do you feel you have
accomplished the most? And the least? Why?

10. What suggestions have you for improving the quality of faculty performance in a
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APPENDIX C

First Request for Cooperation with Pilot Testing
Second Request for Cooperation with Pilot Testing
Covering Letters to Respondents
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Appendix Cl1
Letters to Thai Students for the First Pilot Study

December 24, 1991
Dear Thai Students;

Re: Pilot Testing of Questionnaires

I am writing to request your assistance in completing the enclosed questi
dealing with the performance of faculty members of teachers colleges in Thailand. Please
complete all sections. In particular, you may wish to express opinions about the following
matters: length of the questionnaire, any ambiguity or lack of clarity in the instructions in
each section, specific questions which are ambiguous or unsuitable, important omissions
from the questionnaire, and the suitability of the rating scales. All information obtained
from you will be helpful for revising and improving the questionnaire.

Your participation in this process is greatly appreciated.

Yours Sincerely,

Sa-ngop Prasertphan
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Appendix C2
Letters to Faculty Members at Chachoengsao Teachers College
for the Second Pilot Study
Dept. of Educational Administration
University of Alberta
January 2, 1992

Re: Pilot Testing of Questi

At the present time, I am on leave of absence doing graduate work in the Department of
Educational Administration at the University of Alberta, Edmonton, Canada.

1 am writing to request your assistance in completing the enclosed questionnaire
dealing with the performance of faculty members at teachers colleges in Thailand. Please
complete all sections. In particular, you may wish to express your opinion about the
following matters: length of the questionnaire, any ambiguity or lack of clarity in the
instructions in each section, specific questions which are ambiguous or unsuitable,
important omissions from the questionnaire, and the suitability of the rating scales. All
information obtained from you will be helpful for revising and improving the

Your participation in this process is greatly appreciated.

Yours Sincerely,

Sa-ngop Prasertphan



168
Appendix C3
Letters to Respondents at the Four Selected Teachers College

University of Alberta

February 15, 1992
Dear Colleagues:

1 am Mr. Sa-ngop Prasertphan, a faculty member from Uttaradit Teachers College.
At the present time, I am on leave of sbsence doing graduate work in the Department of
Educational Administration at the University of Alberta, Edmonton, Canada.

1 am writing to request your assistance in completing the enclosed qu
dealing with faculty members at teachers colleges in Thailand. The purpose of this study is
to explore the role of faculty members as these institutions undergo a change of mandate
make a valuable contribution to the study. Please complete all sections. Steps have been
taken 10 achieve both confidentiality and anonymity. Please complete the questionnaire and
seal it in the envelope provided and 1 shall collect it on ......cccciecceees

Your participation is greatly appreciated.

Yours Sincerely,
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Table D 6.1

Comparison of Actual and Preferred Mean Percentages of Time Spent on
Tea:hmg. Research, Service, and Culture by Gender

mum% ' FﬁfenadMemiﬁa
, “"Female  Make "t " Female Male ) ]

Function =167 n=127 * n=167 =127 :
“T. Teaching 3867 9.5 041 45.14  48.15 0,00 1.00

2. Research 8.39 976 -1.27 .21 2299 2382 -0.60 .55

2l ©

3. Service 22.89 21.96 050 .61 16.78 1723 043 66

4. Culture 10.15 871 1.66 .10 12.08 1080 1.86 .06

Table D 6.2

Comparison of Actual and Preferred Mean | tages of Time Spent on
Teaching, Research, Service, and Culture by Position

Actual Mean % Preferred Mean %
- Adminiszator Inswructor t ~ Administrator Instructor ¢
Function n=52 ne184 P =52 =184

T.Teaching 5119 9.8 068 .® 4846 4831 06 93

2. Research 9.6 931 020 .84 22.40 2.2 047 64
3. Service 2.60 2153 050 .62 17.98 1653 109 27
4. Culture 9.90 948 036 .72 11.15 1189 077 .44
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Table D 6.3

Comparison of Actual and Preferred Mean Percentages of Time Spent on
Teaching, Research, Service, and Culture by Location

T AcualMen® Preferred Mean %
- T Rual  Uten | _mn: Urten
Function D IS

P
T Teaching 3859 W28 2029 .07 iui ~ 4816 002 98

]
1!

E
©

2. Research 9.73 864 095 .34 25.65 2321 031 .76
3, Service 21.88 2277 045 65 16.74 1708 -031 .7

4, Culture 9.89 936 055 .58 11.48 11.55 -010 92




