
Teacher/Scholar Faculty Survey 

Survey Information 
A. Time to Complete 

The average completion time was 27.2 minutes for 143 of the 155 responses 
(responses > 150 minutes [2.5 hr] were excluded from this average) 

B. Location 

126 (81%) of the surveys were completed from on-campus computers. 

Faculty Information 
We think the following information will help us in formulating recommendations.  Task Force 
members will be the only ones reading the surveys; filling in the blanks is voluntary. 
 
1. Years at Pacific: 

1 1-6 7-12 13-20 >20 
Count 57 31 37 26 

Percentage 37% 20% 24% 17%
 
 
 
2. School:   

2 COP SoEd PHS Dent Law SIS BUS ENG MUS Blank 
Count 57 15 24 18 4 3 8 12 7 7 

Percentage 37% 10% 15% 12% 3% 2% 5% 8% 5% 5% 
         Total 100% 

 
3. Faculty status:   

3 Instr Asst Assoc Prof Adjunct Blank 
Count 8 37 54 42 3 11 

Percentage 5% 24% 35% 27% 2% 7% 
     Total 100%

 
4ABC. How do you allocate your time by percentages:   

 4A. Teaching 4B. Scholarship 4C. Service 
Min 20 0 0 
Max 100 75 75 

Mean ± S.D. 62 ± 16 22 ± 14 18 ± 12 
Mode 50 20 10 

 
4DEF. What do you consider the optimum time allocation :  

 4D. Teaching 4E. Scholarship 4F. Service 
Min 25 0 0 
Max 100 65 40 

Mean ± S.D. 56 ± 13 32 ± 13 13 ± 8 
Mode 50 40 10 
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Individual response analysis of changes between actual and optimal time allocation: 

4 ∆ T ↑ T ↓T ∆ Sch ↑Sch ↓Sch ∆ Serv ↑Serv ↓Serv 
Count 97 24 73 123 107 16 103 26 77 

Percentage 63% 25% 75% 79% 87% 13% 66% 25% 75% 
 
 
4G. How many hours/week do you work as a Pacific Faculty member?   

Min 8 
Max 80 

Mean ± S.D. 51 ± 13 
Mode 50 

 

—  ——  —  —  —  —  —  —  —  —   
Note: In the following sections, Likert-type responses are noted with the following Key: 
SA = Strongly Agree; A = Agree; N = Neutral; D = Disagree; SD = Strongly Disagree 

Free-response comments were binned into categories displayed in each question and the number of 
comments in each category was counted.  Total counts and percentages may exceed the number of 

comments due to comments falling into multiple groups. 
—  ——  —  —  —  —  —  —  —  —   

MVP for Pacific 
 
In the next eighteen months all the parts of the Pacific community, faculty, students, alums, 
administrators and Regents will have dialogues aimed at charting the course of the institution for 
the next eight to ten years,  A good  starting point for such conversations is the mission statement. 
 
The mission statement of the University is: 
The University of the Pacific’s mission is to provide a superior, student-centered learning 
experience integrating liberal arts and professional education and preparing individuals for 
lasting achievement and responsible leadership in their careers and communities. 
 
5. Pacific does a good job in fulfilling its mission statement. 
 

      Of those responding: 
SA A N D SD Blnk  SA/A N D/SD 
22 71 30 14 10 8  93 30 24 

15% 48% 20% 10% 7% 5%  63% 20% 16% 
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6. Our current mission statement is very good and should not be changed. 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD 
29 56 29 19 13 9  85 29 32 

20% 38% 20% 13% 9% 6%  58% 20% 22% 
 
One of the recurring comments made by alums is the close interaction they felt with the faculty.  
This is reflected in the mission statement in the phrase “student-centered learning experience”. 
As we discuss the future direction of Pacific, we need to consider whether it is important to 
maintain close student-faculty relationships, which some have claimed will be diminished as more 
emphasis is put on faculty scholarship.  What are your thoughts about future student faculty 
interaction at Pacific? 
 
7. Close student-faculty interaction is a central and rewarding  part of a faculty career at 

Pacific, and any changes in the Mission Vision & Priorities statements should continue to 
emphasize the importance of a “student-centered learning experience”. 

      Of those responding: 
SA A N D SD Blnk  SA/A N D/SD 
102 25 11 4 4 9  127 11 8 
70% 17% 8% 3% 3% 6%  87% 8% 5% 

 
8. The demands of teaching at Pacific are excessive and some lessening of the importance of  

providing  a “student-centered” learning environment would be acceptable to me. 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD 
11 18 27 45 48 6  29 27 93 
7% 12% 18% 30% 32% 4%  19% 18% 62% 

 
9. Comments: 

 Comments from 74 (48%) of respondents 
Total Rated Comments: 101  Full Text of Comments (p. 17) 

 
Comment Category Count Percentage* 
General Pro-"Student Centered Learning Experience" 9 12% 
Increasing scholarship demands oppose mission 22 30% 
Increasing class sizes oppose mission 8 11% 
Non-class student interactions are compteitive with scholarly 
productivity for time/energy of faculty 3 4% 
Quality issues 6 8% 
Resource Issues 10 14% 
Teaching loads are too high to have "student centeredness" 8 11% 
Integrate Students into Research to maintain SCLE 16 22% 
General Anti-"Student Centered Learning Experience" 1 1% 
Mission Statement comment/suggestion 8 11% 
Survey Instrument Comment 10 14% 

* Percentage of Comments Received  136% 

—  ——  —  —  —  —  —  —  —  —   
—  ——  —  —  —  —  —  —  —  —   
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Teaching 

Evaluation of Teaching 
10. At the present time Pacific does an excellent job of evaluating teaching for retention, 

tenure, promotion and salary decisions.       
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD 
6 35 41 42 25 6  41 41 67 

4% 23% 28% 28% 17% 4%  28% 28% 45% 
 

10. Comments: 
 Comments from 67 (43%) of respondents 

Total Rated Comments: 92  Full Text of Comments (p. 24) 
 

Comment Category Count Percentage* 
"Cursory Job" of teaching evaluation 11 16% 
Compensation issues 13 19% 
P&T Decision Issues disconnected from Teaching quality 12 18% 
Evaluation without standards 9 13% 
No recognition of student outcomes 2 3% 
Mechanics of Teaching Evaluation 20 30% 
Too much reliance on student evaluations 14 21% 
Much research exists on teaching evaluation and we don't use it 3 4% 
Mentoring is minimal 1 1% 
Teaching Evaluations are fine 5 7% 
Survey Instrument Comment 2 3% 

* Percentage of Comments Received  137% 
 
 
11. Does your Department/School include the following when evaluating teaching: 
 # Yes # No NR  % Yes % No 
11A Student course evaluations 146 2 7  99% 1% 
11B Interviews with current students 115 32 8  78% 22% 
11C Interviews with past students 83 63 9  57% 43% 
11D Peer review of recent student exam questions 35 108 12  24% 76% 
11E Peer review of class written or oral assignments 40 104 11  28% 72% 
11F Peer review of course syllabi 88 57 10  61% 39% 
11G Peer classroom visits 58 83 14  41% 59% 
11H Self-assessment  statement 115 28 12  80% 20% 

 
12. It would be a good idea for Pacific to include these methods for the evaluation of 

teaching, especially when making important tenure/promotion decisions. 

12A. Student course evaluations  
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
81 41 15 8 4 6  122 15 12 

54% 28% 10% 5% 3% 4%  82% 10% 8% 
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12B. Interviews with current students 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
83 34 21 8 2 7  117 21 10 

56% 23% 14% 5% 1% 5%  79% 14% 7% 

12C. Interviews with past students  
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
78 37 26 7 1 6  115 26 8 

52% 25% 17% 5% 1% 4%  77% 17% 5% 

12D. Peer review of recent student exam questions 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
47 40 35 13 12 8  87 35 25 

32% 27% 24% 9% 8% 5%  59% 24% 17% 

12E. Peer review of written or oral assignments 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
51 41 32 11 12 8  92 32 23 

35% 28% 22% 7% 8% 5%  63% 22% 16% 

12F. Peer review of course syllabi 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
75 44 15 8 7 6  119 15 15 

50% 30% 10% 5% 5% 4%  80% 10% 10% 

12G. Peer classroom visits  
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
71 50 17 6 3 8  121 17 9 

48% 34% 12% 4% 2% 5%  82% 12% 6% 

12H. Self-assessment  statement 
      Of those responding: 

SA A N D SD Blnk  SA/A N D/SD
74 41 23 6 4 7  115 23 10 

50% 28% 16% 4% 3% 5%  78% 16% 7% 
 

Page 5 of 55 



Teacher-Scholar Survey  
May, 2005   

12. Comments 
 Comments from 38 (25%) of respondents 

Total Rated Comments: 43  Full Text of Comments (p. 28) 
 

Comment Category Count Percentage* 
All measures should be used 6 16% 
Students aren't best evaluators of faculty teaching 6 16% 
Don't make teaching evaluation a popularity contest 1 3% 
Increase Faculty standards for teaching 2 5% 
Be sure to actually use these measures by administration 3 8% 
Peer evaluation mechanism comment 9 24% 
Resource Issues 2 5% 
Focus on post-graduation outcomes 3 8% 
Outside Review 1 3% 
Evaluate learning, not teaching 5 13% 
Rhetorical Comment 4 11% 
Survey Instrument Comment 1 3% 

* Percentage of Comments Received  113% 
 
13A. It would be a good idea to have student course evaluations done electronically (similar to 

Pharmacy/Health Sciences) 
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD
53 27 33 17 12 13  80 33 29 

37% 19% 23% 12% 8% 8%  56% 23% 20% 
 
 
13B. Student Course evaluations should have  5 or 6 standard university-wide questions and 

then any number of course/department/school specific questions.   
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD
35 42 35 18 16 9  77 35 34 

24% 29% 24% 12% 11% 6%  53% 24% 23% 
 
13C. Student course evaluations should only have course/department/school specific questions. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
24 25 38 38 21 9  49 38 59 

16% 17% 26% 26% 14% 6%  34% 26% 40% 
 
13D. The faculty should develop all teaching evaluation instruments. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
52 35 39 10 11 8  87 39 21 

35% 24% 27% 7% 7% 5%  59% 27% 14% 
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13. Comments: 
 Comments from 38 (25%) of respondents 

Total Rated Comments: 52  Full Text of Comments (p. 30) 
 

Comment Category Count Percentage* 
Save Time (electronic evaluation) 4 11% 
University is too diverse for universal questions 3 8% 
Standardized questions would provide a baseline 8 21% 
Procedural comment 5 13% 
Use nationally normed measures 2 5% 
Electronic evaluation would be more efficient 3 8% 
Local questions are essential 9 24% 
Evaluate learning, not teaching 1 3% 
Skeptical of Electronic Evaluation 3 8% 
Correlate with other evaluation measures 4 11% 
Administration shouldn't be allowed to micromanage assessment 1 3% 
When do we evaluate the administration? 1 3% 
Assessment procedures are a popularity contest 5 13% 
Survey Instrument Comment 3 8% 

* Percentage of Comments Received  137% 
 

Improvement of Teaching 
Some institutions have a fairly extensive system of mentoring of junior faculty by senior faculty.  
Some institutions have a formal structure to the mentoring process others are quite informal. 
Most schools do this in addition to oversight by department Chairs,   
  
14A. It would be a good idea if Pacific faculty (not the Administration)  set up a voluntary 

program wherein junior faculty could seek and receive advice from established, 
successful senior faculty in a casual non-structured environment.   

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD 
77 46 13 6 7 6  123 13 13 

52% 31% 9% 4% 5% 4%  83% 9% 9% 
 
14B. It would be a good idea for Pacific faculty to set up a mentoring system that requires first 

year faculty to participate.  
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD
40 49 24 19 17 6  89 24 36 

27% 33% 16% 13% 11% 4%  60% 16% 24% 
 
14C. If such a mentoring system were established  the senior faculty should come from the 

junior faculty members’ department/unit. 
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD
38 50 45 6 9 7  88 45 15 

26% 34% 30% 4% 6% 5%  59% 30% 10% 
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14D. If such a mentoring system were established the senior faculty  should come from outside 
the junior faculty’s department/unit but have similar teaching styles. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
6 18 63 36 25 7  24 63 61 

4% 12% 43% 24% 17% 5%  16% 43% 41% 
 
14. Comments: 

 Comments from 32 (21%) of respondents 
Total Rated Comments: 42  Full Text of Comments (p. 32) 

 
Comment Category Count Percentage* 
Mentoring should be "casual but available" 9 28% 
Focus on Unit Needs and Situational Requirements 5 16% 
Social structure of Univ would inhibit effective structured mentoring 4 13% 
Don't add another "must-go" meeting 3 9% 
Mentoring should be "group" 2 6% 
Mentoring should be chair/individual 1 3% 
Mentoring should include interdisciplinary perspective 3 9% 
Resource / workload comment 2 6% 
Is mentoring by senior faculty another unrewarded service? 1 3% 
Exclude mentor from P&T Evaluation process 1 3% 
Faculty in charge w/ Adm. encouragement 3 9% 
Need to figure out what "good teaching" is first 1 3% 
Unit based Comment / inapplicability of Question(s) 6 19% 
Survey Instrument Comment 1 3% 

* Percentage of Comments Received  131% 
 
15. Pacific will soon establish a Center for Teaching Excellence.  Nationally such 
teaching/learning centers perform a variety of services in the support and development of 
teaching.  The Pacific Center for Teaching Excellence should: 

15A. support in-house  seminars or workshops on theories of learning or innovations in 
teaching; 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
66 49 17 5 10 8  115 17 15 

45% 33% 12% 3% 7% 5%  78% 12% 10% 

15B. bring in nationally well-known people for seminars about different aspects of the 
teaching profession; 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
51 43 31 11 11 8  94 31 22 

35% 29% 21% 7% 7% 5%  64% 21% 15% 
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15C. provide individual consultations about  lectures or classroom activities with suggestions 
for improvement; 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
64 46 23 6 7 9  110 23 13 

44% 32% 16% 4% 5% 6%  75% 16% 9% 
 
15D. develop and administer a small library of materials devoted to the improvement of 

teaching. 
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD
51 51 29 7 9 8  102 29 16 

35% 35% 20% 5% 6% 5%  69% 20% 11% 
 
16. Are there any other tasks or priorities that you feel Pacific’s CTE should address? 

 Comments from 52 34% of respondents 
Total Rated Comments: 66  Full Text of Comments (p. 34) 

 
Comment Category Count Percentage* 
Carefully scrutinize Educational Theory resources 4 8% 
1:1 help is needed for those who require help 5 10% 
Faculty development resources are needed 7 13% 
Put Resource List Online 1 2% 
Support Teaching Aids (Tech and non-Tech) 6 12% 
Would help unite campusus 3 6% 
Discipline-based specificity 4 8% 
Reward scholarship of Teaching 4 8% 
Resource / Workload issues 8 15% 
Assess Student Learning first 2 4% 
Need more discussion about Teaching & Learning (Blogs?) 7 13% 
Oppose creation of CTE 8 15% 
Provide incentive to use CTE & its resources 6 12% 
Survey Instrument Comment 1 2% 

* Percentage of Comments Received  127% 

We have a committee, CAPD, that administers and awards funds aimed at supporting teaching in 
all its’ many guises.  The budget of this committee is $16,000/year to support travel and small 
projects and has been the same for at least seven years.  The University has a parallel committee, 
the Faculty Research Committee that supports research/scholarship that has a yearly budget of 
$32,000. 

17. It would be a good idea for Pacific to increase  the budget of CAPD to $32,000/year to be 
on a par with  Scholarship support? 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
75 29 27 6 10 8  104 27 16 

51% 20% 18% 4% 7% 5%  71% 18% 11% 
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18. Are there any other means that occur to you about ways to improve the teaching 
environment for faculty at Pacific? 

 Comments from 59 (38%) of respondents 
Total Rated Comments: 77  Full Text of Comments (p. 37) 

 
Comment Category Count Percentage* 
The environment is fine; need to improve the faculty 1 2% 
Technical Suggestions  17 29% 
Resource / Workload Issues 24 41% 
Reward good Teaching 12 20% 
Faculty involvement in University's direction 8 14% 
Recognize motivations for good teaching 3 5% 
Have Administrators teach 1 2% 
Community values and focus 1 2% 
Teaching-Track 1 2% 
Curriculum Issues 2 3% 
GE Involvement by all F/T faculty 2 3% 
Improve Scholarship and good teaching will follow 4 7% 
Teaching vs. Motivating students 1 2% 
Survey Instrument Comment 0 0% 

* Percentage of Comments Received  131% 

—  ——  —  —  —  —  —  —  —  —   
—  ——  —  —  —  —  —  —  —  —   

 

Scholarship 
Faculty at Pacific are eligible to apply for faculty development leaves every tenth semester which 
is a shorter time cycle than many institutions.  However, a number of quality institutions have 
programs of pre-tenure leaves which we do not. 
 
19. It would be a good idea for Pacific to institute a program for junior faculty to apply for a 

leave to finish scholarly work and to prepare publications/performances before obtaining 
tenure.  .   

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
65 31 23 10 20 6  96 23 30 

44% 21% 15% 7% 13% 4%  64% 15% 20% 
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19. Comments: 
 Comments from 41 (26%) of respondents 

Total Rated Comments: 45  Full Text of Comments (p. 40) 
 

Comment Category Count Percentage* 
This will result in only a few extra leaves 2 5% 
Resource Issues 7 17% 
Pre-tenure leaves are critical to move us forward 14 34% 
Workload issues 2 5% 
Mechanism suggestions 14 34% 
Unit based comment 2 5% 
This is "babying' 3 7% 
Survey Instrument Comment 1 2% 

* Percentage of Comments Received  110% 

Many institutions give new faculty lighter teaching loads, perhaps a 2/2 for the first three years  
instead of a 2/3.   

20A. It would be a good idea for Pacific to give beginning faculty lighter teaching loads in 
their first years. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
67 31 25 17 9 6  98 25 26 

45% 21% 17% 11% 6% 4%  66% 17% 17% 

20B. A mentoring program for junior faculty could include advice/help with scholarship. 
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD 
89 38 11 2 8 7  127 11 10 

60% 26% 7% 1% 5% 5%  86% 7% 7% 

20C. It would be a good idea for Pacific to have a voluntary mentoring program to aid junior 
faculty in initiating a scholarship program at Pacific. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD 
68 53 12 8 7 7  121 12 15 

46% 36% 8% 5% 5% 5%  82% 8% 10% 

20D. It would be a good idea for Pacific to have a required mentoring program for first-year 
faculty. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
29 35 38 28 19 6  64 38 47 

19% 23% 26% 19% 13% 4%  43% 26% 32% 
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20E. The senior faculty for a mentoring program should come from the junior faculty 
member’s own department/unit. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
44 45 41 8 7 10  89 41 15 

30% 31% 28% 6% 5% 6%  61% 28% 10% 
 

20F. The senior faculty member for a mentoring program should come from outside the junior 
faculty member’s department/unit but should have similar research methodologies. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
6 21 60 32 25 11  27 60 57 

4% 15% 42% 22% 17% 7%  19% 42% 40% 
 
20. Comments: 

 Comments from 36 (23%) of respondents 
Total Rated Comments: 42  Full Text of Comments (p. 42) 

 
Comment Category Count Percentage* 
Unit specific comment 6 17% 
Comment on Source of Mentoring 6 17% 
Quality of mentoring that is important 2 6% 
Voluntary = Informal 4 11% 
Unsure of mentoring value 1 3% 
Workload issue 10 28% 
Resources Issue 1 3% 
Mentoring must be structured properly 2 6% 
This is mollycoddling 3 8% 
Survey Instrument Comment 7 19% 

* Percentage of Comments Received  117% 

Flexibility 
 
Pacific, like many academic institutions, has limited resources and has to shift monies to make 
investments in programs or services. A longer term solution to enable Pacific to “reach the next 
level” is to increase endowment funds devoted to supporting faculty  scholarship and innovations 
in teaching. These funds could be for many different purposes such as  summer support for 
faculty or student researchers, research travel funds, monies for instruments or supplies, essential 
library resources-and many other items. 
 
21. Pacific should  actively seek contributions to accumulate endowment in this or the next 

Capitol Campaign to aid and enhance teaching and scholarship. 
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD 
111 22 6 1 7 8  133 6 8 
76% 15% 4% 1% 5% 5%  90% 4% 5% 

 

Page 12 of 55 



Teacher-Scholar Survey  
May, 2005   

21. Comments 
 Comments from 31 (20%) of respondents 

Total Rated Comments: 40  Full Text of Comments (p. 44)
 

Comment Category Count Percentage* 
Current Campaign issues 2 6% 
"It would be nice..." 5 16% 
Accountability is Key 3 10% 
Increase Travel funds 2 6% 
Unit-based comment 1 3% 
Rhetorical statement 6 19% 
Reward scholarship w/ endowment; reward teaching through regular funds 6 19% 
Reward truly good teaching, not plodding scholarship 1 3% 
Workload issues 3 10% 
Resource Issues 5 16% 
This is so obvious 4 13% 
Survey Instrument Comment 2 6% 

* Percentage of Comments Received  129% 

 
Suggestions have been made that flexibility in the ways that departments/schools meet their 
service and majors teaching requirements be encouraged and not just allowed as is purported to 
be the case at the present.   For example if a department wanted to give a junior faculty member 
release from a course, or release time  for a senior faculty to finish a project, other  faculty could 
teach larger sections, or could assume a heavier teaching load for a limited time. 
 
22. It would be a good idea for Pacific to actively encourage flexibility in meeting teaching 

requirements , provided there is a clear written understanding between the 
department/unit and the Administration that the arrangement was for a limited time and 
for a specific purpose. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD 
52 38 27 10 16 12  90 27 26 

36% 27% 19% 7% 11% 8%  63% 19% 18% 

 

Page 13 of 55 



Teacher-Scholar Survey  
May, 2005   

22. Comments 
 Comments from 42 (27%) of respondents 

Total Rated Comments: 59  Full Text of Comments (p. 46)
 

Comment Category Count Percentage* 
Flexibility is great 10 24% 
Funding shouldn't be only on backs of the faculty 2 5% 
Should be subject to veto by faculty taking up slack 3 7% 
Higher Administration shouldn't micromanage 4 10% 
Don't use this to double up sections 3 7% 
Consult the H.E. Literature 1 2% 
Workload Issues 10 24% 
Resource Issues 4 10% 
This would be unfairly administered 13 31% 
Release time is a Bad Idea 2 5% 
May lead to infighting, politics, resentment 6 14% 
Survey Instrument Comment 1 2% 

* Percentage of Comments Received  140% 

Another example would be for a department to defer hiring a new faculty member for a year or 
two, with the salary/benefit  savings accruing in an account that could be used by a 
department/school for start-up packages or to enhance scholarship in other ways.  
 
23. It would be a good idea for Pacific to encourage flexibility in the timing of new hires as a 

means  of accumulating funds to attract new faculty or enhance scholarship.  There would 
have to be a clear written understanding between the department/school and the 
administration that such arrangements were temporary and the funds would be used for a 
specific purpose.  

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD 
37 28 36 15 28 11  65 36 43 

26% 19% 25% 10% 19% 7%  45% 25% 30% 

23. Comments 
 Comments from 44 (28%) of respondents 

Total Rated Comments: 57  Full Text of Comments (p. 48) 
 

Comment Category Count Percentage* 
Make salaries competitive to attract good faculty 1 2% 
Previously used successfully; continue the practice 9 20% 
Not applicable in my unit 1 2% 
We can't do more with less 5 11% 
Resource Issues - increase money for startups 8 18% 
It may be dangerous to demonstrate that you can delay hiring 3 7% 
Don't disadvantage teaching for scholarship 5 11% 
Funding should be kept in the department 6 14% 
Trust is key 10 23% 
Workload issues 7 16% 
Compensation for extra load 2 5% 
Survey Instrument Comment 0 0% 

* Percentage of Comments Received  130% 
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24. It would be a good idea for Pacific to encourage flexible approaches to  meeting teaching 
requirements as a means of  providing funds to attract new faculty or enhance 
scholarship. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD 
50 38 32 9 9 17  88 32 18 

36% 28% 23% 7% 7% 11%  64% 23% 13% 
 

24. Comments: 
 Comments from 33 (21%) of respondents 

Total Rated Comments: 34  Full Text of Comments (p. 50) 
 

Comment Category Count Percentage* 
The University should have money necessary to support scholarship 1 3% 
Salary Issues 4 12% 
This is really important 4 12% 
Within the Unit only; not involving Admin above the Dean 1 3% 
Don't disadvantage teaching & students 3 9% 
Workload Issues 4 12% 
Trust and fairness Issues 4 12% 
Sounds like "creative Bookkeeping" 1 3% 
Unsure of this question 12 36% 
Survey Instrument Comment 0 0% 

* Percentage of Comments Received  103% 

Service 

Most of you are aware that recent promotion and tenure decisions have highlighted a heightened 
emphasis on scholarly production by Pacific faculty.  One of the activities of faculty that has 
been deemphasized has been University service- in fact several recent decisions could be 
interpreted that not only is University service not necessary it might seem to count against you.   
Most young faculty are counseled against significant service on committees and this is probably 
appropriate even though serving on university-wide committees is an excellent way of meeting 
colleagues and learning about Pacific.  However, if we are going to maintain faculty governance 
and faculty control of academic issues, university service cannot be ignored -  being a University 
citizen does entail some obligations. Most unit P&T guidelines now give a small percentage  to 
university service.  It seems entirely appropriate to have it be acknowledged and accepted  that 
good service to Pacific is a positive factor and is considered  in an  entire career portfolio.  
Colleagues who have been involved in trying to find faculty  willing to serve on committees have  
voiced increasing frustration at the dearth of interest. Should Pacific faculty take some steps to 
encourage University service? 
 
25A. It would be a good idea to require some minimum level of  university or school service 

for all who apply for tenure. 
      Of those responding: 

SA A N D SD Blank  SA/A N D/SD 
70 44 11 7 17 6  114 11 24 

47% 30% 7% 5% 11% 4%  77% 7% 16% 
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25B. It would be a good idea to require at least two separate acts of university or school 
service for consideration of promotion from Associate to Full Professor. 

      Of those responding: 
SA A N D SD Blank  SA/A N D/SD
67 34 19 9 18 8  101 19 27 

46% 23% 13% 6% 12% 5%  69% 13% 18% 

25. Comments: 
 Comments from 51 (33%) of respondents 

Total Rated Comments: 67  Full Text of Comments (p. 52)
 

Comment Category Count Percentage* 
Rigid numbers are silly / unworkable 11 22% 
Service is necessary 15 29% 
Application is complex 1 2% 
Flexibility in service 1 2% 
Service AFTER P&T 1 2% 
Willing to serve but offer was not acknowledged 1 2% 
Service within the Unit should also be valued 1 2% 
workload Issues 1 2% 
Compensation issues 1 2% 
What is the point of service when it is not valued or considered? 8 16% 
Fewer committees 3 6% 
Valuing service in relation to teaching and Scholarship 19 37% 
Define "Service" 3 6% 
Survey Instrument Comment 1 2% 

* Percentage of Comments Received  131% 
 

Thank you very much for participating  

Page 16 of 55 



Teacher-Scholar Survey Full-Text 
May, 2005  Question 9 

Complete Text of All Comments Received: 
Note: To preserve anonymity, the order of comments has been separately 

randomized within the responses to each question. 

Question 9 

I would be very reluctant to change the orientation away from the students and towards more research. 
Lumping the law school with the undergraduate program (or graduate programs where student faculty ratios are 
so different) is a mistake.  At the law school, where we may teach over 200 students per semester, the heavy 
emphasis on student access (in which I believe) has added significance.  UOP should be mindful that student 
centered education poses a much higher time commitment when we have large, large numbers of students 
experiencing a necessarily stressful education. 
It's student-centered, but it's far from superior. We need to wake up and realize that what was once a second-rate 
university in a third-rate location is now a third-rate university in a third-rate location. The quality of faculty and 
students has to increase. I see the latest smug pronouncements about the increased quality of freshmen and I 
shake my head. As for the faculty, half to those tenured should never have been elevated about 'assistant'. It's 
embarrassing! 
The choices for School did not include Library, of course.  This leaves the library faculty guessing as to which 
School they should choose.  Since my degrees are also in Education, I chose that School. 
Class sizes in the School of Business are getting way too big to maintain close student-faculty relationships.  
Students are complaining more and more about ""what happened to the small class sizes we were promised before 
we paid our tuition?""  We're losing our competitive advantage--as the class sizes begin to rival those of a state 
school students will be less likely to choose Pacific. *break*  *break* Scholarship expectations here keep 
increasing and that also makes it difficult for faculty to have close student interactions. 
Although Pacific continues to say teaching is most important, in fact the road to promotion is exclusively through 
publishing.  
These questions are a bit biased and assume that the administration and Regents really know what ""student-
centered"" means and what it involves on the part of faculty, particularly in light of heavily increased 
expectations for scholarship without adequate support for same. 
I do think the close faculty-student relationship makes Pacific unique, but I am of the mind set that believes to 
sustain such relationships, te faculty need to stay current in their fields and be able to use their knowledge base to 
motivate and excite their students. This I find to be key in establishing effective faculthy-student relationships and 
ones which will certainly make Pacific stand out even more and make us more special as an institute for learning. 
*break*  *break* However, I feel the current teaching loads make this a very difficult challenge for most faculty. 
*break*  *break*  
I really feel that the faculty are undervalued at the University because we have yet to reach the pay scale we 
targeted three years ago.  Moreover, faculty that have been here for three to four years make only a few thousand 
dollers lass than those who have been here ten years.  Despite the low pay scale, the administration is expecting 
faculty to produce more research.  I literally work seven days a week and I have reached the burn-out stage.   
Becoming a research institution and maintaining a student-centered learning experience are mutually exclusive. 
The three tiered system does not accommodate ""profession"" programs whose faculty need to maintain clinical 
practice in order to be effective in teaching and scholarship. 
The ideal at a place like Pacific should be an integration of teaching and research by a focus on research into 
teaching, research into the integration of knowledge in a field, and research which can be undertaken 
collaboratively with undergraduates. 
This close student/faculty relationship encourages dependence.  A ""superior university"" should make students 
first of all independent learners. *break* I also find the excessive praise of the current administration beyond all 
bounds of credibility.  They have put numbers above all else--probably at the urging of the Regents, but who 
knows what the Regents think or even who they are.  Based on their own records, I'm not sure our President & 
Provost would know a ""superior"" educational experienceif *break*  they saw one.  Their most lasting 
achievement is to have put quantity over quality and to have engaged dozens of faculty in hundreds of hours of 
'program review.' *break* I realize that corporate managers are rampant n college campuses today, but we seem 
to have become a model.   *break* Ideally, we should have academics deciding what a ""superior"" university is.  
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There is a woeful absence of academics in our administration and on our Board of regents--I think.  In the 90s 
there was a suggestion made that we ask a retired academic to serve as a Regent.  What has become of this 
suggestion?  If nothing else it would give faculty the sense that their values were being represented in the way the 
university is run.  Why not ask one of our own retired faculty to serve--Herb Reinelt comes immediately to 
*break* mind.  This might help change the faculty perception of corporate administrators without real academic 
merit handing down directives who have no contact with and no understanding of faculty views. *break*  *break* 
When the Presdent's representative waves his charts comparing the income generated by the Dental School, the 
School of Pharmacy and COP, for example, it is hard to escape the notion that profit is at the heart of the 
planners.  I believe UOP faculty want an academically superior educational institution that attracts strong and 
self-motivated students; ie, quality should be foremost. 
If Pacific is committed to giving students a liberal arts background it needs to step up its support and funding of 
General Education programs and the humanities.  COP is responsible for teaching students from all of the other 
schools; yet it seems we never have adequate resources to meet students' needs because of budgetary limitations. 
I think our student-centered learning environment is a key differentiation and what makes it worth it to 
students/families to incur the substantial financial burden of enrolling at Pacific.  I think it is crucial that we keep 
classes sizes small (or, in some cases, make them small again) to facilitate this mission.  Moving away from the 
sudent-centered learning environment and towards a more research-oriented model will destroy our comparative 
advantage and, in my mind, be a disservice to our students.  If they want that environment they can attend a CA 
public institution.  If faculty prefer scholarship to teaching, or see greater value in the former, then perhaps they 
should consider an institution that is a better fit for them, rather than trying to change the one truly valuable 
distinguishing characteristic of Pacific. *break*  *break* That's not to say that I don't value scholarship.  I think 
it's very important that faculty stay active in doing (and publishing) research and engaging with scholars in their 
field at professional conferences.  But success in scholarship should not come at the expense of excellence in the 
classroom.  Because quality in teaching is much harder to quantify, I think it too often is overlooked and under-
rewarded.  It would be nice to say that all of our faculty are fabulous teachers, in which case scholarship would be 
the only differentiation.  But that isn't true and I think it is important for the institution to do more to encourage 
excellence in the classroom, rather than to encourage increased scholarship as long as some acceptable minimum 
standard is met in the classroom.  I spent all my academic life at institutions doing the latter.  I came to Pacific 
precisely because it was not like that. So did most of our students.  We move away from that model at our peril. 
As I review universities worldwide, it is evident that we have a unique system that is rare and valuable; keeping it 
that way will be challenging indeed! 
I feel that interactions with students are very important and are a valuable part of the learning experience here at 
pacific.  It's not that I think we should give this up, and in my experience, people don't give it up, and this is why 
they don't get tenure.  The needs of the student are immediate, while tenure is 6 years away.  Similarly, the 
demands of the Dean, Provost, Person in charge that needs just this one thing from you at the moment are also 
immediate.  It is very hard to say ""no"" in this culture to students and service so that you can get your scholarly 
activities done.  I am acutely aware of this, I am in my 4th year, and I must say it is not looking very good.  I 
experimented with the notion of simply saying ""no"", last year, to the open house that my chair/dean wanted me 
to participate in, to the professional meetings that my department thought I should be involved in, to the student 
events that everyone thought I should go to, to all of the things that take up the time that you might otherwise 
spend getting to scholarly work, and I can tell you it was not well recieved.  In fact, it was so poorly recieved that 
I entertained the notion of looking for another job.  In my opinion, there is alot of talk about the importance of 
doing scholarly activities, but little appreciation for what this really means in terms of time and participation in 
other areas.  It looks to me like the University is not really willing to put thier money where thier mouth is when it 
comes to supporting this concept. 
Scholarly activity should be emphasized because it directly strengtens the quality of teaching by allowing the 
faculty to become an expert in an area and it also provides opportunity for student participation in research which 
should increase student-faculty interactions.   
Seems that support for scholarship needs to be more forthcoming. 
I feel strongly that the University, and moreso COP, have historically been valued by students for the close, 
almost familial atmosphere and relationships that have existed between students and faculty.  Most of this is 
experienced in the commitment of faculty to teach their students, that we are here for the students. *break*  
*break* I really like conducting scholarship.  I even feel that some of this student-centered closeness can be 
fostered through faculty student interactions in experiential learning opportunities.  However, the recent emphasis 
on scholarship (as measured more narrowly by grants and publications) creates an environment wherein the 
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results are the center, not the student (and the process of learning/mentoring).  Often, student-lead 
research/scholarship does NOT result in publishable work.  Faculty who invest too much in the students get lots 
of work done, but may not have the pub's to show for it in the end.  The result is that these faculty are not well 
ranked when it comes to tenure and promotion, and they adopt an almost second-class status compared to other 
faculty, who may or may not be investing equally heavily in the students and campus, but who have produced 
publications, grants, etc. *break*  *break* Furthermore, I feel that the community service component is severly 
undervalued.  Here we are, with Mentor Service Learning opportunities and encouraging students to take a more 
involved, leadership role in our communities (see our mission statement), yet we devalue community service by 
our faculty.  Service should be an integral high profile expecation of all faculty at all stages of their career. 
none 
Attention to students is our selling point. Change that and someone can go to a state school. Keep classes small 
and workloads sensible.    
It is remarkable that this survey asks nothing relevant to the common understanding of the ""teacher-scholar"" 
model.  I recommend everyone read the Carnegie books ""Scholarship reconsidered"" and ""Scholarship 
assessed"" before we even TRY to have a conversation.  I also suggest that everyone get familiar with some 
version of W. Edward Demmings' work on quality, so that we all begin with the assumption that there is no such 
thing as uniformity in nature - and the more complex a process or system is (and higher ed is very complex 
indeed) the more variability on is going to get.  It would also help if everyone had a basic grasp of systems theory 
(so that we could all speak clearly about ""unintended consequences"" and ""feedback loops"") in order to get a 
clear understanding about how proposed small changes might create large effects (good or bad) over time. 
*break*  *break* Finally, it would be helpful if some commitment could be made by the university that in the 
P&T process some mechanism be put in place which would have the effect of ensuring that the following two 
scenarios never ever occur :  A faculty member always recieves the merit raises and positive reviews but is not 
granted promotion or tenure.  A professor never recieves merit raises or significantly positive reviews and 
recieves promotion or tenure.  Without this, frankly, all such discussions are just so much hot air. *break*  
*break* If we want to use faculty resources most effectively and efficiently to achieve the mission of the 
University - we would do better to institute a set of practices that are capable of setting performance expectations 
relative to current institutional needs and recognizing and rewarding that performance instead of hypostatizing a 
set of abstract categories and percentages that have no reliable relationship to what we want and need people to 
actually do. 
It is important to carefully consider why students come to Pacific in the first place, considering they have several 
other regional and state-wide choices to choose from (e.g. UC Merced, UC Davis, Sacramento State Univ., etc.) 
One of the main reasons many engineering students choose Pacific is for the close student-faculty relationships 
and frequent student-faculty interactions in the classroom, teaching laboratory and especially in office hours. 
These close, frequent interactions are essential for students to develop trust in and rapport with their Professors. 
In general , our students are significantly more motivated to work hard in their studies at Pacific when such trust 
and rapport with the faculty have been established. These close relationships take a good deal of faculty time and 
effort to establish and maintain. When increased emphasis is placed on faculty scholarship, these relationships are 
likely to be diminished, as less time is available to invest in carefully and methodically building these close 
relationships, unless the teaching load is reduced accordingly. 
There are many research-oriented programs at other universities. Our focus is on the teacher/scholar model and 
makes Pacific unique in our region.  
More scholarship, which I feel is sound, should be accompanied by a diminished teaching load.  Most strong 
scholarship schools have severely limited teaching loads and faculty are hired with strong scholarship 
expectations.  We want the best of both worlds, but don't want to support scholarship while we expect a high 
quality approach to teaching.  Our mission statement says one thing, but the P & T demands say another.  The 
faculty get pulled in two directions and the students in some sense end up as losers, whether they are cheated in 
curriculum offerings, faculty time, or teaching preparation.   
clinical teaching is my emphasis and I am not given time for scholarship prep and activity.   The scholarship 
requirements should be different for the clinical path. 
The statement that the administration is ""only enforcing standards which have long been in place"" is ludicrous.   
*break*  *break* The Administration is demanding increased performance assessed by new unarticulated 
standards and providing no resources to enable faculty to achieve those ends.   *break*  *break* The only way for 
those new standards to be met is to increase faculty time and resources for research and scholarship.  The only 
way this can be done without jeapordizing the student centered learning experience is for faculty to be given the 
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option of conducting research or scholarship during the summer, and to receive an additional 3 months salary to 
support that scholarly activity. *break*  *break* In addition, faculty are still largely underpaid as compared to 
their peers at Delta, UC, and CS. *break*  *break* We have seen several examples of outstanding faculty 
candidates which were passed by due to the inability of Pacific to compete for the kind of talent that would enable 
Pacific to move into the top tier of its peer institutions. *break*  *break* The current trend toward hiring mid- or 
late-career faculty with long lists of inconsequential publications squanders resources which could be more 
effectively used to develop faculty already present on campus, or to attract younger faculty who will become 
tomorrow's leaders in their fields.  
We need a conversation about what ""student-centered"" means.  It's not just a question of contact hours; it is a 
question of pedagogy, about helping students to engage in their studies in an active, rather than passive, way.  It 
needn't be desperately time-consuming if done strategically.   *break*  
One problem with the recent emphasis on increased scholarship is that there is no concomitant faculty support.  
Striving to be the ""Wake Forest"" of the West is meaningless unless there is sufficient release time and support. 
Requiring 2-3 publications and a grant while holding to a 2/3 teaching load is unrealistic. 
The school of dentistry needs to rethink it's mission and balance what type of dentist they are educating and move 
in a serious direction towards the recommendation of the Institute of Medicine's and National Academy of 
Science recommendation concerning providing dentistry to the medically compromised, geriatric, and those with 
low socioeconomically disadvantaged situations.  U of P should de-emphasize ""cosmetic dentistry for the 
privileged"".  The admissions policy needs to be ""re-vamped"" and refrain from accepting alumni children who 
will probably NEVER provide dentistry to the poor, geriatric, and medically compromised.  
I love both the ideal and reality of close student-faculty interaction and a ""student-centered learning 
experience.""  Increasingly, however, with larger classes AND the downsizing of many departments -- mine has 
gone from 12 to 8 in my time here -- the demands of teaching and advising are also excessive.  We need more 
faculty to share the burdens of teaching and service so that we can remain committed to students without being 
overwhelmed by their sheer numbers and demands AND so that we can do quality scholarship. Faculty morale is 
dangerously low as we feel overburdened with work and disrespected when we request more support.  (The 
common response to request centers on ""efficiency,"" a model of efficiency that is really antithetical to the 
central student-centered learning experience the university advertises.   
I think it is possible to teach and complete scholarship and maintain these vital student faculty relationships.  
Faculty should model the scholarly activity for our students.  I believe very strongly in the teacher scholar model.  
Faculty working closely with students, in many cases with the same students over two or more semesters, in 
classes, in labs, in undergraduate research projects, and sometimes in extracurricular projects is what makes 
undergraduate education at Pacific distinctive. Interaction over time is what makes possible the acquisition not 
just of knowledge and skills, but also the attitudes and work habits of educated adults. 
We cannot maintain adequate quality in our programs because we do not receive adequate support. 
Suggestions to the mission statement: *break* The University of the Pacific's mission...preparing individuals for 
(excellent) achievement and (humanistic) leadership in their careers and communities. 
I never think about time allocation. I teach; advise; talk to students; and do research. Allocation changes with time 
of the semester; kind of classes I am teaching; research projects, etc. *break* The Mission and Vision are 
marketing tools that have nothing to do with a good academic institution. ""student-centered"" it is an oxymoron: 
if the center are not the students could we imagine another ""center"" (elepahnts perhaps?). Do we mean that 
teaching and interaction with students are the first priority and research follows in another place. 
The administration wants to have their cake and eat it too.  They expect faculty to increase their teaching loads 
while also increasing the requirement for publications (not ""scholarship"": publications.  The two are related but 
not the same thing).  At the same time they say the low student-faculty ratio is a distinctive point of Pacific; 
however, we have no clear idea what ""low"" means anymore: 10 students?  100?   
Very poorly designed question. You may want to elist the aid of someone with experience in experimental design 
to operationalize your questions--Psychology could probably help. 
I believe that the teaching demands and course load are fine as they are right now. 
Students/parents will not continue paying the very high costs of a UOP education if it starts to resemble a Cal 
State U. education. 
The mission statement might still say student-centered learning, but the university isn't providing the resources or 
time to do it properly anymore.   
As a lecturer here at Pacific, I feel it is my job definition to teach and provide a quality education to students. I 
feel the focus on scholarship, even though this is not directly part of my role, creates pressure to perform research 
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instead of instructing.  
You cannot increase expectations for scholarship without a concommittant drop in teaching and service. The 
resulting pressure will cause our most talented faculty to leave. 
Our ""student-centered"" focus is not fully embraced by the administration nor the faculty.  we need more 
resources devoted to research in which undergraduates can reasonably participate.  Such programs could be a 
valuable recruting tool for better students.  
The mission statement should be changed to reflect scholarship activities, since this a major consideration for 
promotion and tenure. If the requirements are shifting towards scholarship, then the mission statement must be 
changed. 
The idea that engaging in scholarly activity somehow diminishes good student-faculty relationships is nonsense. 
Actually, as an active researcher-scholar, it facilitates these relationships and enhances my teaching expertise.   
It is not so much the teaching demands that are so time-consuming as it is the other student-centered 
responsibilities, such as advising, and participating in student-centered activities such as Profile Day, Scoop Day, 
etc. I wouldn't mind a lessening of some of these responsibilities, while keeping the teaching load the same. 
I think the law school has over-emphasized scholarship by not discriminating for individual variation. By taking a 
one size fits all approach. Each must contribute, but not necessarily in the sam ways or to the same degree.   
I cannot answer 2. since Library is not listed! 
Question #8B has two parts that don't correlate. Teaching demands can be decreased (time value) without 
lessening the importance  ""of providing a “student-centered” learning environment"" (quality value) 
""student-centered learning experience"" is a meaningless marketing tool . Could we change to: An institution 
that tries to provide thair students with high quality and demanding academic programs. 
I see no place here to comment on the mix of administrative, research, and teaching responsibilities which many 
of us have.   
I do not think that faculty scholarship takes away from the ""student-centered"" learning.  Most of the faculty 
members I know are good at both.  I am proud of the teacher-scholar model that we use here.  Let's not kid 
ourselves into thinking that our P&T process is as rigorous as that at many other institutions with which we 
compare, at least not in my discipline.  The scholarly requirements here can be met while still being a good 
teacher and one who relates well to students.  I have published papers with students who did independent studies 
with me.  That seems like it meets both goals. 
The above question misconstrues the problem. Student centered learning is not in conflict with faculty publishing 
or service obligations. It is in conflict with the desire to have larger and larger classes. In the Humanities and 
social sciences the pressure to eliminate small seminar classes means the elimination of what alums remember 
with fondness. Teaching  a discussion based class with 40 students is not ""student centered."" And if faculty 
want to add rigor with extensicve writing or project/presentation assignments, the grading load becomes 
prohibitive. This inhibits ""student centered learning"" regardless and independent of faculty scholarship targets.  
I am a member of the library faculty. 
To my opinion, the current infra-structure of UOP is more suitable for teaching than for intensive research.  If we 
want to stress research, especially at a level that is competitive nationwide, then we need a whole set of policies 
and investiments that suit such a purpose. 
Because there are higher demands on Pacific's faculty to increase research productivity, I believe the demands on 
providing a quality student centered learning experience will be impacted in advising and availability in offices.  
The demands are particularly difficult for most department chairs to balance time and help for students and time 
for research. 
The major concern in my observatiion is that technology and technological advancements strongly affect ALL of 
the educational disciplines and departments, yet only a select few seem to find university and college fiinancial 
support. It is difficult to teach in the age of computers using clay tablets and a stylis. Worse is the closed door 
policy which prevents the sharing of ideas and the dialogue necessary for open communication. 
In principle and practice I feel that a student-centered education is important and what we do well when it is 
working. Our goal is to make  inspire the studnent to set their own research agenda and we incourage them 
through our own practice.  *break*  *break* However, ""student-centered"" has never really been well defined by 
Pacific. It may well be one of the most misunderstood promises we offer to the world. A student-centered 
eduction is frequently interpreted to mean we become peraonal trainers. If this is not always  true, it is frequent 
enough to concern me. *break*  *break* An emphasis upon under-graduate research and experential learning 
should have grreater visibility in our Mission statement. 
The objective of increasing the amount of time faculty members devote to scholarship is a laudable one, not least 
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because this could have a positive influence on the quality of teaching and the value of service. The separation of 
these three areas of professional responsibility into distinct and mutually exclusive categories is misguided and 
self-defeating. Pacific's foremost institutional challenge remains the necessity of committing itself in a serious 
way to becoming a positive force in the life of its surrounding community, which is among the poorest and most 
diverse in the nation. Our inadequate response to the needs and the opportunities inherent in this set of realities 
continues to contribute to a perception of Pacific on the part of racial, linguistic, and cultural minorities in the 
area as a gated community for privileged whites. Such a perception is in keeping with neither our ideals nor our 
aspirations. A creative and progressive redefinition of teaching, scholarship and service as interconnected and 
mutually reinforcing rather than in conflict, and as focused on community engagement rather than purely 
academic in nature, would the most meaningful way to establish Pacific as a leading regional and national center 
of higher education.    
What about science and technology? 
I am quite concerned that the drive for greater scholarly ""output"" will lessen the development of close student-
faculty relationships. *break* If pushed to publish more, the door to my office will be closed more often and/or 
I'll be working at home more. 
Teaching demands may be excessive, but reducing interactions with students is NOT the right solution. 
I am leaving Pacific after 15 years here.  The main reason for leaving is that the mission statement is very good as 
it stands, and I approve of the ""student-centered learning environment.""  The problem is that INCREASINGLY 
the direction that the current administration is taking is to devalue the liberal arts.  The administration appears to 
believe that training students to get a job is more important than training them to THINK and giving them a basis 
from which to make decisions. *break*  *break* The administration seems to believe that UOP can become 
another Berkeley or Stanford, by emphasizing the professional programs.  I would argue that there is only room 
for a finite number of Berkeleys and Stanfords, and there is only a finite amount of corporate funding to support 
such institutions.  It is unlikely that we can ever become those institutions. *break*  *break* Moreover, 
deemphasizing the Humanities will not make UOP another Berkeley or Stanford: what makes them distinctive is 
that they have a strong humanistic foundation as a basis for their professional schools! *break*  *break* I am 
deeply afraid that if current trends at UOP continue as they have over the last 10 years, the only exposure our 
students get to the humanities will be in Mentor Seminar.  The on-going talk about restricting the number of 
courses offered for General Education, is a terrifying indication of this trend. *break*  *break* Lastly, with 
regard to research, there should be a balance between teaching and research.  As long as UOP, however, pretends 
that it values a ""student-centered learning environment,"" then it must value and reward those teachers who are 
passionate about their  teaching, who involve their students deeply, rather than penalize them for not doing 
research. 
Pacific does a great job of pitching a ""student-centered"" education, but neglects the faculty as the prime mover 
of that mission.  While I am all-for an increased emphasis on research (what does this mean--more required, or 
more RECOGNIZED--with resources and pay--the latter is unlikely, unfortunately), it seems to me that the 
university must first recognized what's currently being done by the faculty before it seeks to tailor its mission.  In 
other words, I don't get any real sense that the administration, especially with respect to the mandates that get 
passed along to marketing, has a concrete sense of what it is the faculty do--the great lengths they already take to 
invest the student-centered mission with integrity--and now we're talking about adding a research emphasis to the 
mix, so we can do MORE uncompensated work?   
I think some effort needs to be made to define ""student-centered"" learning.  There may be more efficient ways 
to deliver our model. 
Research/scholarship and close student-faculty interaction/""student-centered"" learning environment should not 
be mutually exlusive. *break*  *break* I always integrate new ideas and content from my research into my 
teaching.  This integration not only invigorates my course content and improves my teaching methodoloty, it can 
also generate more students' interests in the course content, more interactions with me in and outside of the 
classroom.  For me, ""student-centered"" learning environment does not mean taking time from 
research/scholarship and to spend it with students. Rather, it means a particularly kind of teaching-learning 
philosophy, methodology, quality, style, and atmosphere. It is an ethical commitment of the institution and faculty 
to quality education of the citizenry. This ocmmitment can be guaranteed by upholding a high standard for 
faculty's scholarly work which must be constently renewed through research and publications.   *break*  *break* 
In addition, one of the basic conditions for providing a “student-centered” learning environment is to keep class 
size small and to allow upper division classes which have low enrollment to be offered.  *break*  *break* Most 
important, for faculty to achieve and sustain teaching and resarch excellence, Pacific must establish structured 
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support to enable and/or encourage faculty to achieve the intended goals. Here are some suggestions:  a)provide 
generous funding for ibrary resources; b)establish a subvention fund to support facluty publications; c)give course 
releases to faculty who has administrative duties; d) provide funding for faculty who are developing new courses; 
and e) reward efforts and achievements.    *break*   *break* Another component of Pacific's mission-developing 
diversity-should be understood and practiced as an integral part of the other commitments such as fostering 
citizen leadership and a “student-centered” learning environment. A meaningful ""diversity"" that can have a 
profound impact should be achieved not simply through a more diverse student body, but also a more diverse 
faculty body and a curriculum that respond to issues related to diversity as a matter of equity and epistemology.     
*break*  *break*  *break*  *break*  *break*  
I think that the closeness to students is a natual element of the culture at Pacific. It does not come from the 
mission statement. I think it will remain so long as we are a relatively small school (<15,000). *break* I think the 
choice of wording, “student-centered learning experience”, is very vague. 
A student-centered learning environment can still be provided within a structure that enables faculty to be 
involved in research and scholarship.  Students can have a career-changing and empowering experience by being 
incorporated into the research activities of a mentoring faculty member. 
Faculty should integrate their research with student involvement in  the classrom and in the laboratory.  The 
faculty needs to involve the student  directly in the process of creation or discovery either as a participant or as an 
active observer. *break*  *break*   
I believe that some lessening of demands on teaching would not prevent the faculty from establishing close 
insteractions with students. Both goals can be achieved simultaneously. I find that the wording of question 8 as an 
either-or proposition is unfortunate. 
Teaching and scholarship need to be viewed as integral to each other.  Student centered learning can occur 
through teaching that incorporates research.  Students are given a tangible example of what it means to teach and 
be a professional in respective fiels.  This becomes their model for success. *break*  *break* Students at Pacific 
too often have the idea that the faculty are their ""personal trainers"".  More independence on the students part 
would strenthen their ability to perform in the professional arena once out of school. *break*  *break*  
I think that in terms of allocating my time, straight percentages are misleading because, as a scientist, I spend a lot 
of my supposed ""research"" time teaching students in the lab.  To try and break this down into ""teaching"" vs. 
""research"" is difficult.  I don't believe the teaching demands are excessive except in light of the amount of 
research I might be expected to accomplish.  At large, prestigious research universities the faculty teach maybe 3 
to 7 weeks a year, and only 3-5 hours a week.  A friend of mine who is a researcher at Purdue, which in my field 
is a good but not great research university, recently complained to me about having to teach 60 hours total this 
semester while running his lab and trying to get work done to renew a grant.  I am ""officially"" teaching 12 
hours a week of class, and if you count just the undergraduate research students (and not any masters students) 
this jumps up by an additional 12 hours a week. And my friend and I have labs of about the same number of 
students.  So, if UOP wants more research, then the teaching load is going to have to be made comparable to other 
research institutions, which will have a dramatic effect on the amount of student-faculty interaction. Keep in mind 
that while I am doing ""research"" when I teach students in the lab, their productivity is exceptionally low, and I 
would be much more productive working alone.  Because I believe in the type of student-faculty interaction here 
at Pacific, I feel it is my duty to take students even though they dramatically slow down my ability to do research. 
I'm not sure what ""student-centered"" means.   It sounds like a code phrase for something not altogether 
wholesome.   Close student-facutly interaction, on the other hand sounds fine.   I would say there is a little too 
much hype and pressure regarding teaching at Pacific.   Perhaps, ""student-centered"" means the students are a bit 
too much in control and this leads to low standards.  
I think a smaller course load and/or more frequent leave opportunities would free faculty to develop more 
rigorous research agendas.  I could still provide a student-centered learning environment if I taught fewer courses, 
even while pursuing scholarship. 

Page 23 of 55 



Teacher-Scholar Survey Full-Text 
May, 2005  Question 10 

Question 10 

To my knowledge, salary decisions are completely administrative and we (faculty) are not privy to them, so can't 
include that. 
If teaching really matters as much as is said, then there would be more emphasis on outside evaluation of 
teaching.  Who actually reads all the info we put together in our P & T binders regarding teaching?  The Dean, 
Provost and President, the P & T committee? 
The evaluation process is fairly opaque from a junior faculty member's perspective. 
I believe the evaluation for teaching is adequate.  Probably more attention could be paid to peers observing each 
other and to more opportunities for faculty to provide reflective ""essays"" on their teaching and their thinking 
about teaching. 
I think that we are probably overly permissive in what qualifies for tenure and promotion.  But I have truted the 
deans over the years to make wise decisions about pay. 
Most of the emphasis here seems to be on student evaluation surveys.  Students are in a position to judge 
classroom atmosphere, instructor organization, teaching style, etc., but not the quality of the curriculum offered 
by the instructor, how up-to-date the materials are, and the like.  Highly rated teachers can be either very 
challenging and skilled or very entertaining and easy; numbers alone cannot discriminate this.  More attention 
needs to be paid to  actual teaching products, such as: syllabi, currency of materials, quality of exams, rigor of the 
curriculum, and the quality of the feedback given to the students. 
In my experience, the departmental review committees do do an excellent job evaluating the candidate's teaching.  
However, when the process moves to the Dean level, it seems that only scholarship is considered. Excellence in 
teaching is taken for granted, and so the fulcrum of the decision is scholarly output, often narrowly conceived. 
rely almost solely on student perceptions 
Too much emphasis on unclear expectations for scholarship while asking faculty to maintain very heavy teaching 
loads.  
Most departments/units do a very cursory job of evaluating teaching. 
The primary evaluations we have are student ratings taken at the end of each course, plus some further study of 
student satisfaction during the P&T review process.  Effective teaching, however, is much more than student 
ratings.  A few years after graduation, how happy are alumni with the content they learned?  Are students 
successful in graduate school?  Are they successful in their careers?  Do they pass various state board exams?  
These are the kind of measures that can complement the student satisfaction stuff, and are relatively easy to use.  
This is not a good question. Do you mean the current ambiguity about institutional expectations supports ""a 
excellent job?"" Probably not. *break* Also, there are conditions within the university that produce uneven 
expectations for teaching. An example would be in COP where faculty assignments of 3/3 are evaluated evenly 
with 3/2. In this situation, a faculty member with a 3/3 assignment provides an additional 240 hours of student 
contact hours per academic year when compared to their colleagues with 3/2. how can teaching be equitably 
compared with this system in place?   
We really don't do a complete job, at least not in my unit.  I have been leading my department toward a peer-
evaluation process to augment the student evaluations.  Right now most of our evaluation comes from student 
comments, and that simply is not a complete picture.  So I think we need a more well-rounded type of evaluation. 
Not at all: salaries are low (in comparison with similar institutions); promotion raises are very low; and pay raise 
is 2.5%.  
As mentioned in previous comments, I think excellence in teaching goes under-recognized and under-rewarded. 
Similarly, I think teaching deficiencies too often go overlooked.  We rely way too heavily on summaries of 
numerical evaluations which, while they may give a general sense of student perception, are not of much value in 
truly determining value-added of a professor and a class. 
For a teaching centered university, we generally do a severely incomplete job of evaluating teaching for the 
tenure and promotion decisions.  Peers ought to really dig into a faculty member's teaching to evaluate it, rather 
than rely so much on student course evaluations.  There is lots which is important in up-to-date, quality teaching 
which students are in no position to evaluate.  Most departments at UOP should be ashamed of the flimsiness of 
our peer evaluation of teaching.   
Many changes are required. 
Salary for clinical faculty need to more closely match practice to bring good/excellent faculty to campus.  There 
is just too much of a gap in salary.  The students are our future and we are saying the clinicans who teach them 
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are not worthy of the pay they would earn as clinicians. 
The evaluation of teaching is haphazard.  Most units rely almost entirely on satisfaction surveys.  We should have 
more peer interaction in the evaluation process, so long as basic academic freedom is not abridged. 
Plovnick use one number generated by student survey the last week of class that most of the faculty hve learned 
to manipulate by reducing requirements and increasing grades to evaluate teaching.  It is a joke...a bad one. 
Expectations for P&T are still not that clear and may *break* purposefully be this way (?) 
There is no credit given in promotion for the scholarship of teaching and this paradigm needs to be embraced to 
continue attracting enthusiastic teachers. 
There are no real well-defined criteria to evaluate teaching. 
The process is inconsistent and prone to favoritism. 
Based on models from above this has become an all too cumbersome project often becoming entangled in 
bureaucratic mumbo jumbo. 
Other than student evaluations, I have seen little evidence that Pacific formally evaluates the competence or 
otherwise of teaching ability. 
We're all over the map on this.  There is a tremedous amount of research that has been done; we do not seem to 
use it.  Even our institutional participation in SCEQ and NSSE is not used widely within the institution. 
There are too many cases of poor evaluation for tenure.  Sometimes the P & T committee has no understanding of 
faculty load in various units and sometimes deans' letters are given undue weight.  The newly structured p & t 
should work better, but I believe that there should be written descriptions of faculty load in various units done by 
faculty, just as there are slightly varying descriptions of p & t guidelines from the units.  Too often, the standards 
of one unit are applied to another or the standards of one discipline are applied to another.  I am amazed at the 
lack of understanding shown by deans over the years in moving against faculty, but it is just as disheartening to 
see standards of one unit applied to another with equal ignorance.   
Instructor retention and promotion guidelines are not well defined regardless of measurement. Also the usage of 
student ratings as the sole evaluation technique is sub-optimal. 
I think evaluating teaching can be difficult, so I am not sure it is ever done in an ""excellent"" manner. 
In case of part time faculty there seems to be unfortunately no room for salary adjustment based on evaluation. It 
is dissapointing. 
The currrent Dean of COP, Miller, cares not one iota about teaching. If he did, his P&T decisions would not have 
been a skewed as they have been in the last few years. As a chair of a recent P&T committee, I was convinced 
that he ignored all documentation about teaching for a particular candidate. His decisions on allocating funds also 
indicate a lack of concern about the curriculum and of what courses get offered, particularly in the humanities and 
social sciences. With Miller at the helm, UOP's ""student -centered"" mission statement truly rings hollow. 
As many sources as possible should be used to evaluate teaching.  One of these sources should be peer evaluation. 
There is no peer review or mentoring of new faculty in the teaching process.  Evaluation consists entirely of 
student evaluations. 
Guidelines for faculty evaluation are improving in the Conservatory; however, course/instructor evaluations are 
not computer analyzed providing only a ""subject"" overview of results. 
Why are incompetent and non-invested tenured faculty so difficult to remove?  Many observed behaviors would 
simply not be tolerated in the non-university work environement.   
Hypocrisy abounds. You can be a shitty teacher, but if you have a large grant you're in! I have seen this happen 
here. Just once I'd like to see an administration admit their duplicity. 
Faculty are not evaluated on student outcomes.  If the university required this, their requirements by accrediting 
bodies would be met in part. 
donot believe that the clinical path is done well 
I have yet to receive a straight answer on exactly what is accepted by way of P & T doctrin. Different educational 
disciplines create different criteria for achievement  and the present system seems to address only a percentage of 
these, without a clear deffinition for the rest of us. I have only one resource available to me at the present time 
and this individual does not have any more or better information than I have. Ouch! 
I don't think that teaching is a problem, or the evaluation of teaching, we have plenty of talent at this university in 
this area. 
As long as the current obsession with assessment can be kept in check. Soon more time will be spent assessing 
teaching than in teaching, I  guess mirroring state and national k-12 policies.  
Salary does not compare to cost of living in this area.  Difficult to recruit and retain faculty; they are leaving for 
or do not come from more eastern states.   
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Not true for salary decision. 
I cannot effectively evaluate this question, as I have not gone up for tenure or promotion. Various things I have 
heard suggest that excellence in teaching is not given weight in line with the percentage breakdown given by the 
various schools. 
Student evaluations should not be the only measure of good teaching!   
We mean well, but our methods of collecting and analyzing information are amateurish. Most of us have yet to 
approach teaching itself in a ""professional"" way--frankly, we are often too hurried to do so--by giving it the 
forethought, and most importantly the afterthought, the reflection and analysis, that leads to real understanding of 
what is happening in our teaching and the power to change it. There are models out there. As an institution we 
aren't looking at them, but we probably should be. 
Salary decisions appear to be fairly arbitrary, and based upon the assumption that not every faculty member is 
equally meritorious nor deserving of the measly 2.5% offered each year. This results in a kind of cynicism and 
lack of engagement amongst the faculty in reagrds to anual evaluations. 
How to evaluate teaching? Is a matter of student satisfaction; of demanding courses; what is excellence in 
teaching? 
There is no scale.  Appears to be random and degotiable.  There is no table to know what to strive for. 
Until the new promotion and tenure committee structure has been in place for a while, this is hard to say. 
I think there should be some sort of fairly uniform teaching evaluation that is used across the curriculum. 
 I don't have enough information to answer this. 
Basing teaching evaluation on student surveys is not only faulty but encourages pandering to students. We should 
use peer reviews here, by people outside our department, through class visits and reviews of teacher portfolios.  
The evaluation for retention, tenure, promotion and the associated salary decisions appear to be focused on 
primarily scholarship and less on teaching and service. 
Given the vast differences of disciplinary practices and other complicated factors, the quality or effectiveness of 
teaching should not be equated with or reduced to class size.  Some smaller classes  involve more intense long 
hours of ""labor"" than much larger classes conducted as lectures.       
Pacific pays lip service to teaching for retention, tenure, and promotion.  How good a teacher you are is clearly 
not as important as how many publications you have.  And the demands are increasing, and the pressure comes 
from the highest level. *break*  *break* Example: in 2003 the chairs of COP were assigned the task of preparing 
Promotion and Tenure guidelines.  We were told that a major part of this was so that people outside the discipline 
(e.g. the  P&T Committee), would have a better idea of what constituted acceptable standards of performance,  
particularly in regard to publication and research.  Despite this, Provost Gilbertson returned several of these 
documents to their respective departments with the notation that the levels of publication in them would not pass 
""current University standards."" *break*  *break* Obviously, the standards are being determined and sent down 
the chain of command.  Further, the amount of time spent on successive revision of these documents was a 
complete waste.  If the administration wishes to impose a standard, that is its prerogative, but let it do so without 
deceit or pretense. 
There are meaningful ways to do teaching evaluation.  They are all either labor intensive or require a degree of 
sophistication about evauluation of student learning that we are unlikely to achieve short term.  I actually think 
that the way we do evaluation of teaching now is...anecdotal at best.....discriminatory and unjust at worst. 
I know that the dean does not look at teaching evaluations for determining faculty raises, which is unfortunate for 
those of us who work hard at being good teachers. 
The appropriate evaluation questions are not asked for students to evaluate our faculty properly, few faculty know 
how to evaluate their colleagues nor take the time to carefully reflect on faculty quality and contributions, and 
review panels don't know how to interpret our activities.  At least for our School. 
Pacific does an excellent job of evaluating teaching for retention, promotion and tenure, but a poor job for salary 
decisions. Good teaching is not sufficiently rewarded in compensation decisions. 
It would take major contemplation to decide how to respond to this issue.  It seems somewhat hopeless.   Faculty 
are usually not objective when they evaluate each other.  Perhaps ""each other"" should be underscored here.   On 
the other hand, I am not sure if I would want them to be, because then you run the risk of certain philosophies 
dominating. 
overemphasize student teaching evaluations, which sometimes can be ""bought"" by being an easy grader; almost 
no evaluation by peers in an organized way; little objective weight given to creativity in teaching. 
Mentoring is minimal for new, tenure track faculty. Evaluation is fair, but coaching to improve faculty  
performance in all areas is much needed across campus.  
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The problem arises in the disconnect between Pacific saying teaching is most important, and what is implemented 
when it is time for evaluations. Increasing amounts of publication is required, whereas teaching excellence 
matters little, if at all. 
Teaching cannot be evaluated merely by a few comments from students.  Students do not have a sufficient 
perspective to evaluate a difficult course in the context of their overall education. *break* One needs to evaluate 
how the student performs in the future as a result of the education they received. 
There should be more mechanisms to encourage excellence in teaching.  For example, several (5-10) awards 
(money and certificate) should be given annually in each divisions (SOPHS, COP etc.)to acknowledge excellence 
in teaching. 
There is no system wide teaching evaluation, it's a travesty and appalling considering the emphasis on teaching 
(>50%). 
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All these should be included as well as a history of self-assessment statements. 
Studnet assessment is important and useful, but not adequate.  When it comes to evaluating content, rather than 
delivery, only peers can provide the assessment.   
These opportunities to review teaching miss the point. The question is whether learning is occuring in the classes. 
This is best understood by analyzing the authentic student work done in the class. Couldn't we collect portfolios 
of student work as part of an evaluation of teaching. If we required a senior thesis, faculty could be evaluated in 
part by the quality of these products. 
I like the classroom visits, but feel that several would be most useful, as students  do not always work at their 
best.  A self assessment statement might be most useful if faculty tried to explain what they want to accomplish in 
their teaching and research. 
I believe evaluation should invlove both teaching and learning for the process to be constructive for both students 
and faculty. *break*  *break* Conferencing with students on an individual basis is a good practice, but it requires 
the class to be of a manageable size. 
We need to increase the standard of faculty (in terms of teaching and research) and lose the hypocrisy. Give 
tenure to poor faculty and the university will forever be nothing more than a joke compared with the UCs. 
Someitmes the expertise of the faculty member is such that others are not in an adequately informed position to 
make a determination regarding quality of exam questions, etc. 
still away from the clinical  tract in above 
Hard to quantify is my concern that we rely too heavily on course evaluations.  Decision makers must know how 
to read them to avoid making promotion a popularity contest.  Evaluations may reflect a lack of academic 
standards and deans should be aware of added pressure towards consumerism.  In a recent EPT meeting, I noticed 
that a novice teacher received higher evaluations in a difficult course than did one of my colleagues who is an 
experienced teacher, a committed scholar, who is demanding in the classroom and who challenges students.  Not 
only did the students rate novice higher in things like degree of preparation but also in EXPERTISE.  I suspect 
that a dean knows that a first year law student is not competent to assess the degree of professional knowledge 
and competence.  But we retain the question on the evaluation form.  (I always feel like I have to add that I get 
strong evaluations -- I do not speak out of sour grapes but out of years of watching really excellent teachers 
evaluated less highly than popular, less challenging teachers. 
Learning assessment should also be included. 
In so far as I know, my teaching has never been evaluated other than by general student survey comments. 
No one wants more work, but there is something inherently wrong about using student evaluations as the major 
way to evaluate teaching. I understand their value for feedback to be used by the instructor, but otherwise they 
can be seriously misused.  
Peer review is critical and few faculty are willing to address the problems with individual faculty members in a 
critical manner. 
Even with these methods, there are no well-defined criteria to evaluate teaching.  If you collect data, you still 
have to decide what the data mean. 
The items listed above are fine, but not nearly enough. They seem for the most part impressionistic, ""after the 
fact,"" and don't begin to get at how college teachers could really begin to understand student learning and change 
their teaching to improve it. 
Many of the above items can be structured to custom-fit the requirements of individual units. 
Faculty are given inadequate resources to conduct meaningful assessment activities. 
Classroom visits must occur more frequently and not just in the context of evaluation; more co-teaching would 
help when evaluation time rolls around.  Consider videotaping classes also. 
All of the items in question 12 are focused on the university community only.  Of course, once they graduate, the 
university community is less relevant and what matters is how well they compete with graduates of other 
universities.  So, why not employer input?  Alumni input?  Graduate school success rates?  Pass rates on board 
exams? 
Michael Scriven, among others, has done some very good work in this area.  You ought to hire him as a 
consultant.  We should keep in mind that we want assessment to be both valid and reliable.  Everything listed 
above (except perhaps ""review of written assignments"" assuming it means looking at ACTUAL STUDENT 
WORK is strictly a secondary indicator of what we care about - student learning.  These are things that correlate 
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with good outcomes - but they are not direct evidence of the outcome (student learning) that we actually care 
about. 
How do you know how to improve a course asaid from your own assesment? 
Classroom visits are OK, but anyone can ""beef it up"" for a session or two.  They don't seem very valuable from 
an evaluative standpoint (using visits for developmental purposes is an entirely different story).  I'm suspicious of 
""evaluative"" measures that seem designed to make everyone feel better without providing any insight into 
someone's long-term performance. 
Some objective measure of the effect upon the student's mind would be welcome. 
Please; please avoid one more layer of paper-work!!! 
The presence of a peer in the classrooom affects what happens. *break* Being under a spotlight would affect the 
outcome, for many people. 
I would support this only if we have an educated reviewer.  It is important to understand the criteria on which one 
would be judged. 
Student evaluations are important, especially in regard to such issues a fundamental classrooom management. 
Students are usually properly responsive to an instructors command of the discipline. Some problems may arise in 
assessing other types of student responses as they are sometimes insufficiently versed in the subject matter, or the 
long term education benefits of an instructional stategy; hence,  their assessment may not accurately reflect the 
quality of a teachers work. Another problem with student evaluations derives from the quantitative compilations 
of student questionnaires. In some advanced classes with realtively few students, one or two highly negative 
responses can yield seemingly poor evaluations. For the most part, I believe that the P&T committee are aware of 
the potential problems of student evaluations.  
These evaluation techniques need to occur throughout--not just prior to P&T review, but before, during, and after. 
Use outside of UOP peer review!!!!  It is one big faculty fraternity club.  Have the outside reviewers look at exam 
answers and grades assigned as well as the above.   
Overall, I feel that the P&T outlines recently published by our department cover most or all of these issues. Some 
of them sound great, classroom visitations by peers"" but in reality this is really not the best way to review a 
colleagues teaching. Look at the student work and discover where their saticfaction lays. 
My colleagues within my department and from across the campus are ALWAYS welcome in my classroom and 
all constructive criticism is appreciated.  
It's by luck I have interacted with superior teachers outside my unit. I've learned lots from them that has improved 
my teaching. Can't this be formalized over the six pre-tenure decision years?  
The assessment methods must take content area into consideration.  There maybe differences and this should be 
taken into consideration. 
Yes, these should be included, but will the Dean pay attention to them? My experience with Miller is that they 
won't matter.  They do matter to Departments, but not to Miller. 
In general I think our assessment of the teaching qualities of our peers is adequate, and I suspect most faculty are 
very good, effective instructors.  However, I think where it makes a difference is when faculty commit too much 
of their time to their own advancement (scholarship, off-campus business activity) at the expense of teaching, yet 
this activity is embraced for advancement even though it has harmed the teaching of the faculty. 
The problem with student evaluations is that it counts as  equally worthy the comments of a student who has been 
disengaged and/or absent all semester and gives it equal weight with that of the student who has been present all 
semester.  
An occasional classroom visit is insufficient for good peer evaluation.  The whole structure of the course, and the 
progression of assignments, of expectations, of assessment over the semester should be reviewed via a series of 
classroom visits and student interviews. 
Current student lack the ability of hindsight to really assess the ability of the instructor of a course.  Students 
unfortunately do not always know what is needed for them to learn until later in life or career. 
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Without specific information as to the dependability of electronic evaluative data I do not have a comment. 
However, all student evaluations have a tendency to lean towards a popularity contest, rather than an informed 
and concerned statement about an instructor's individual prowess in the classroom. Tough and demanding 
teachers do not always receive the higher marks that they deserve.  
who else, other than the faculty, are you thinking might be involved in developing teaching eval instruments; 
*break* as written, your last question above is unclear. 
I like the idea of a core number of university-wide questions -- though perhaps 3 as a maximum.  Then individual 
departments/disciplins should have common evaluation questions, so that ""apples are compared with apples.""  I 
like the written evaluation forms over the electronic, as this requires students to complete them in class.  
Again, Very useful for feedback, but the more standardized the less value they are. They must be completely 
course specific and very detailed.  
Education requires collobration with schools, students and school districts.  This should be taken into 
consideration when developing an instrument that will be used in making tenure and promotion decisions. 
It would certainly save time at the end of the semester. 
I am not convinced of the value of student evaluations done on a one-shot basis.  At some schools, a graduate 
assistant runs a discussion of the class and makes comments available.  I have found that these comments give a 
stronger sense of the class and its value than a lot of forced choice items built around some cute, but not terribly 
useful ideas. 
0 
When do we evaluate to work done by our administration?  In my memory, we have only evaluated our Dean and 
staff once, and not those currently in place.  Nor do we have a vehicle to evaluate our upper administration.  The 
students to not have this vehicle either.  Since we (rightfully so) are placed under the magnifying glass, so should 
those who ""serve"" us. 
I'm sure this administration would love to dictate an evaluation itself, thus adding to micro-management. The 
problem is that this administration is not composed, for the most part, of good former teachers. It is rather, 
composed of those who don't wish to teach. Therefore, they should not be allowed to dictate. 
Students complain that their course evaluations are not taken *break* seriously by faculty and department chairs; 
there's some truth *break* to that complaint in that faculty who need improvement in teaching *break* are often 
unwilling to seek help or ignore student complaints as mere carping about tough grading.  Interviews would help 
here.  As would *break* referral of faculty in need of assistance to a center for teaching. *break*  
Too much data can obscure.    There should be one most important number that people can use to compare 
evualtions on a campus wide basis. 
In disciplines that do not test students by means of electronic multiple choice tests, it makes little sense to test 
(evaluate) faculty on that basis. Asking a student whether s/he was challenged by a set of readings requires more 
than a yes or no answer. It absolutely requires a narrative elaboration.  
Any evaluation should be correlated with observational and data-driven assessments (pre/post testing, etc.) 
Probably more than 5 or 6 University-wide questions are warranted. 
Faculty should certainly be involved in the development of evaluation questions for their school. I have seen 
several questions on evaluations that are simply muddle-headed questions that cannot be answered by those being 
asked.   
The faculty should have input into the design of evaluation instruments, but ideally the instruments should be 
submitted to some sort of psychometric ""test"" to determine whether the items are reliable and valid. 
In the very least, faculty should always have the final say in whatever teaching evaluation instruments are used. 
I agree that we need 5 to 6 standard university-wide questions.  However, I think that questions from each 
school/department also need to be somewhat standard. 
Again, these instruments should be customized for each unit. 
I think an electronic evaluation system would perhaps encourage greater response, including written responses 
than one might on in-class evaluations. Also it would make it much easier to produce averages for individuals and 
departments, and all ""free form"" comments would already be typed in--no need for the effort of someone to 
transcribe them all if one wants them summarized in one place. There would have to be some 
mechanism/incentive to get all students to participate, though, b/c you don't have the captive audience.  *break*  
*break*  Some sort of cross-institution similarity at least for a few questions would help when materials are being 
evaluated by someone outside the department and/or college (e.g. the P&T committee.)  But there definitely 
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needs to be room for additional questions for individual departments, to capture the things that are of particular 
importance in their areas. 
How in the world a student could evaluate teaching of something that she/he knows very little, I always get 
excellent ones. 
Teaching evaluation are rather poor measures unless adapted to nationally researched instruments like NSSI. 
It's hard to answer the first part of q. 13, since I am not familiar with the Pharmacy/Health Sciences evaluation 
procedure or documents. 
Disciplines are too different to have generic across-the-board types of evaluations.  In addition, teaching 
evaluations must be looked at with a grain of salt, since it is clear that grading policies can have a huge effect on 
student response to a professor's popularity.  I do not want to see us go down the road of the Cal States, where 
faculty feel that they must lighten up their expectations and make courses too easy in order to fulfill ridiculous 
standards for what is considered acceptable student course evaluation responses. 
I don't think any of these things matter a fig.  What is relevant is whether or not we are seeing if students are 
learning.  Here is the easy cheap way to assess teaching - look at final grades.  Of course this works only if 
professors grade according to constant standards, and we have reliable benchmarks for what a given cohort of 
students can achieve and the standards are set relative to that benchmark.  This is what people who are serious 
about teaching evaluation look at. 
I already do my course evaluations electronically through Blackboard. 
Item 1 - not sure how this is done, so can't comment. *break* Item 4:  A committee of 4 faculty  suggested 
changes to our evaluation instruments.  Changes reflected extensive feedback from students, and test runs in a 
couple of  classes.  The eval survey was then voted on by the Engr Council. 
A set of standardized questions, applicable to all departments/disciplines would be useful to provide a baseline. 
It is important to obtain specific comments and suggestions from students. 
I beieve that the students of a department should review departmental evaluation instruments and provide 
comments and recommendations. The faculty should then review and devise fair and clearly defined evaluation 
forms. 
would need to know what the experience is with the electronic course evaluations before jumping on the 
bandwagon. 
My concern about university wide questions is suggested in an earlier observation.  E.g., I suspect that law 
students experience greater stress and would respond that even extremely available faculty may be less available 
than a professor teaching small seminars.  Conditions vary so much that lumping different divisions of the 
university is not likely to yield good information. 
Generally, electronic submission seems like a good idea, although it could clearly use an identity check (which 
the instructor would be blind to). Does the last question mean that we should each develop our own, or does it 
mean that faculty members should be the ones to develop a general evaluation form? I would agree with the latter, 
but disagree with the latter. 
Doing evaluation electronically will save some class time.  But I suspect many students will forget or don't want 
to take the time to do it. It might be a less spontaneous process. *break*  *break* Integrating some basic 
university-wide standards is fine, but each department should has its own version because of disciplinary 
differences.  
An electronic evaluation is a good idea. *break*  *break* Faculty should work to blend university wide questions 
with discipline specific/course specific questions for the evaluation process. *break*  *break* Perhaps we should 
condentrate on exit interviews too! In many ways, this may be the best opportunity to recieve mature reflection on 
the Pacific experience. 
The same: less paper-work. Student evaluations are not reliable tools. Believe me, I have consistently excellent 
ones and I don't think there are useful at all. 
There are ways to assess a senior capstone course in business that would provide data on the learning taking place 
in the reqired core courses...this con be done on an individual student basis and traced to a given class and 
teacher. 
This area includes assessment. In recent years the University has required faculty to devise assessment 
procedures. This has been a fiasco and an enormous waste of time, largely because the adminstrators in charge 
cannot articulate what they want.  *break* These assessment procedures simply take up class time that should be 
spent on the subject. 
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there does NOT exist any mentoring for junior faculty at the dental school 
Mentoring is a personal process. If a new faculty needs/wants mentoring she/he could search for 
mentors/mentoring in a ad-hoc and non institutionalized basis. Please no more commitees; meetings, etc. 
The last two questions really don't apply to the law school.  We already do a good bit of informal mentoring.   
I think the senior faculty should come from the junior faculty member's unit but PERHAPS not from the same 
department.  So much depends upon the department members...  
A department, not an individual, should mentor new members. 
Item 1 - we do this already *break* Items 2-4 - I think it's much more effective for the mentor/mentee to meet on 
an as needed and informal basis rather than adding  one more 'must go to' meeting in the first year.  5 years on, I 
am still seeking guidance from senior colleagues.   
Some faculty in the business school mentor junior faculty extensively, although some juniors don't get any 
mentoring by seniors at all.  It all depends on the senior people in that junior's group.  I selected my own outside 
senior mentor, and doing so was immensely helpful.   *break* Mentors both inside and outside one's own unit 
would be helpful for juniors. 
Faculty mentoring should be supported with mentors providing an interdisciplinary perspective.  
Mentoring is important.  Learning to teach, and supporting learning to teach is important.  I don't know what an 
institutional structure to support that would best look like at pacific.  Lets figure out what we mean by ""good 
teaching"" first, and then figure out what it will take to get us all there.  (all of the above proposals assume we 
already know what ""good teaching"" is, and something about the transferability of it.) 
0 
There could be 2 mentors, one from within the department to deal with professional development, and one from 
outside the department to help with personal and University matters. 
I think people can learn alot from others who teach differently from them. 
The last point is impossible to establish.  As far as the second point goes, I am against anything that is not 
voluntary, as we are, as a rule, over-worked.  I also don't think that administrators who don't teach should set 
standards for people who do. 
I have no idea what ""similar teaching styles"" might mean. Who would decide? I favor mentoring, but I would 
like to see something that has more than seat-of-the-pants expertise on offer. Keeping this informal and 
impressionistic may be comforting, but it could also be confusing and inefficient. Again, it's amateurish. 
Mentoring from within the unit might be more beneficial, with outside resources available. 
While the faculty should set up the program, it should be encouraged (strongly) by the adminstration. 
An mentor needs topossess an intimate awareness of the nuances of a given discipline, and the University should 
recruit them from within the department whenever possible. 
As a voluntary thing initially, this would be good.  If someone got poor teaching evaluations, it should become 
mandatory,  The mentoring process is a multi-year thing and should keep going until tenure. 
A designated mentor should not be allowed to be on the formal evaluation committee.  He or she would have too 
personal a relationship to the faculty member, and would have a bias inappropriate to a committee member.  He 
or she should just write a letter of evaluation to the committee early in its data gathering stage.   
Mentoring of junior faculty is an excellent idea. I have some doubts as to whether it would work here. The social 
structure inhibits a free flow of ideas. 
Our department pretty much does this already. And Heather Knight's new faculty orientations feel somewhat like 
a peer supported mentoring type system. 
They are professionals if they need mentoring is their personal choice. I do not have the audacity to ""mentor"" 
anybody unless the ""mentoree"" asks for it. 
Why go outside? You need to learn the ropes in your own environment from someone steeped in empiricism. 
Many units have highly specialized missions; outside mentoring can create problems. 
Good teachers can mentor junior faculty across the disciplines. In fact, I think that is a very positive thing.  
can't answer as to department issues 
politics of the department would affect where the mentoring would come from - although ideally it should be 
from within, options would be best 
Beginning faculty should have a reduced course load their first year to help establish themselves both in teaching 
and scholarship. 
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Other sources of perspective in this process should also be considered, including current and former students, 
alumni who have entered the professions to which the departments are dedicated, and community leaders and 
advocates who can offer insight into the social, economic and political contexts within which teachers can better 
understand their work.  
If there were such a system, what kind of credit (time, financial, or other) would the senior faculty receive?  Is 
this another unrewarded  service? 
The faculty is here to learn along with the students. This, I believe, was tthe original philosophy of  faculty 
""scholarship"", before its evolution into the modern publish or die strategy. I personally would very much enjoy 
the opportunity to grow as a teacher, scholar and colleague through open dialogue with senior faculty from any 
discipline of the Liberal Arts. Unfortunately, I don't often get the opportunity to meet with faculty outside of my  
department and though pleasant, faculty ""Teas"" don't move this process along adequately. 
I have heard that the most effective mentoring approach is casual but available. 
A mentoring committment is a good idea.  I am convinced that some sort of extended orientation is a good idea. I 
would suggest that this be part of a seminar that is complimented by the new member selecting a mentor within 
their unit. 
Tap the knowledge of the successful, senior faculty. It's a wonderful, rarely used asset.  
I brought this suggestion up many years ago to the Exectutive Board of Academic Council and everyone agreed a 
good idea. But will it create more work in the end? Shouldn't chairs do this kind of mentoring?  
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For the professional schools, help in question writing, objective writing, how people learn, etc 
Discpline based specificity of teaching methodology. 
Such a Center could promote groups of faculty who observer each other more than one time and who engage in 
conversation and reflection about their teaching and what they wish to accomplish. 
Item 4 - have an online list of resources and as many items on line as possible.  Provide services such as taping 
and evaluating lectures.  
Priority.  I feel that this endeavor is another line of bureaucracy that eats up money that should be used to support 
the teaching and programs that desperately needs support now.  At least in our school, this ""Center"" will 
provide litte, if any, support.   
I have written about educational theory and read a good bit of what passes as expert opinion these days.  I am 
agnostic on its value.  For example, current literature about the Socratic method suggests that it discriminates 
against women.  That notion was based on a 1994 study by a professor at U Penn whose work has now been so 
thoroughly rebutted that I find it amazing that people continue to refer to it as truth.  We do a good bit at the law 
school using our own experienced teachers.  I would not encourage substantial investment in such information 
without careful scrutiny. 
I really believe faculty need more support that helps them improve their teaching.  
How to assess student learning. 
I personally believe that this center is a waste of money.   
At the law school, there is a lot of resistance ot a teaching methods committee telling people how to teach.  It's 
one thing to give advice when asked, but there would be real resistance to any imposed orthodoxy. 
They should be open to learn from faculty outside the Center. 
Resources and training for multicultural competencies and for effectively engaging multliple and diverse learning 
styles 
Video tape classes and have them evaluated by peers within and outsde UOP and by the faculty member teaching.  
The results will be very interesting. 
Utilize the teaching expertise of faculty on the UOP campus. 
The use of technology 
Tell the participants that, under the current system, their time would be better spent in producing books.  *break* 
I am against setting up this Center. It is only part of the trend in the last 10 years to increase the number of 
administrators, who then justify their existence by creating more useless paperwork for faculty. 
In addition to workshops on theories or innovations on teaching, it would be useful to have a series of informal 
discussions (brown-bag lunches) where faculty can share what has worked and hasn't worked for them in areas 
like stimulating classroom discussion, maintaining honesty in the classroom w/out making it a police state, 
dealing with bi-modal student performance, how to teach the same intro class 35 times w/out going crazy... 
0 
Why not spend the money /resources for this on faculty salaries? If you want to attract good people who can 
teach, you need to re-orient your priorities--administrators are not the only ones entitled to a decent standard of 
living. Put your money where your mouth is if you truly want good teaching--provide a decent salary and the 
space that faculty need to develop as teachers and scholars. My experience is that program inititatives such as the 
above usually end up doing nothing more than providing slush money for friends of the administration. And it 
adds just one more thing for the faculty to feel obliged to do.  
The recruitment, support and retention of faculty from underrepresented minority groups remains a critical need. 
Exploration of and experimentation with ways to connect teaching, scholarship and service through community 
engagement has tremendous potential, and would best be done at a CTE level in conjunction with various units 
and departments. The ongoing development of pedagogical and programmatic approaches responsive to the needs 
and strengths of minority students is also desperately needed. It is to be hoped that the Benerd School of 
Education, and especially the Department of Curriculum and Instruction, would play a significant and continuing 
role in the creation and operation of any CTE, as well as being the recipient of specific services from it.  
You will need a VERY PROACTIVE staff who are good at outreach and extremely efficient in their 
interventions.  My biggest worry is that faculty won't have time to take advantage of the resources.   
I think the Center will be more effective if faculty are somehow recognized in the evaluation process for availing 
themselves of the Center's services. 
This is one of the most important things the administration could do.  However, I think that many if not most 
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professors think they are doing a great job, and you'll end up with a minority who will take the time to learn about 
teaching.  You may have to set up some sort of incentive for them to come.  For instance, take personal 
development into consideration at promotion or evaluation times. 
Unless faculty energy put into this leads to publications, the administration will not value this. 
Why has it taken so long to happen? This was 'just around the corner' in 2001. It's now 05-06 AY, so I question 
how great a priority this is for our administraton.  *break*  *break* CTE will help train stronger faculty (if 
properly staffed and funded) and help RETAIN promising junior faculty.  
I think that the money for this center could be better spent solving problems that our teachers already have in 
doing their jobs (more smart classrooms and other IT facilities, more nationally recognised speakers and 
significant events to spur discussion in the classroom, etc.) rather than provide workshops on how to be a better 
teacher. I think by and large the Pacific faculty ARE good teachers. However they need resources to make them 
better--not a center to teach them how to be teachers. 
Should have a way to measure whether the center itself is working or not. 
Disolve itseelf. 
I do think that the CTE should access the expertise in the School of Education, directly from those with whom 
teaching excellence is central to their academic and scholarly knowledge base. 
This sounds very ""school-of-Edish""  As far as I know faculty usually go to graduate school not to become an 
outstanding teacher, but out of love for their field. 
This sound really great but realistically there is not a lot of time to participate in this kind of center when other 
expectations for P&T have been excalated and greater time MUST be given to research and creative endeavors. 
We need to be realistic about time. Young faculty cannot be monks. 
Ugh.  
We need more input from outside Pacific.  We are isolated. 
It should specifically help us develop an understanding of student-centered learning.  It should also help faculty 
see how they could make their own courses more effective in INTEGRATING liberal and professional education. 
Yes. 
The CTE could provide video-taping of lectures for self-review or peer review.  In some ways, video-taping is 
less intrusive than having an outside observer in the classroom. 
My experience is that faculty rarely read the ""books"" they check out of a Teaching and Learning Center (they 
simply don't have time), and any individual consultations should only be voluntary.  Often peer leaders provide 
the most useful development related to pedagogy and curriculum. 
A fair use would be to evaluate course load and research expectations as part of a faculty member's overall 
evaluation.   
A serious waste of money is this CTE. Bring excellent faculty and I promise you'll have excellent teachers. 
The collegiate family here at Pacific is of the very best I have experienced in many years of teaching. On an 
individual basis I can find no fault and it is an honor to be among the counted. As a ""TEAM"" of educators and 
administrators, however there is room for improvement. Information and information resources require advanced 
sleuthing skills in order to identify or locate. Information diseminates on a need-to-know basis, unfortunately no 
one seems to know exactly who should know until it is long past the time that the information should have been 
known ... Sure, we'd all like to earn more money annually, but I'd settle for better communication and shared 
important information as a start.  *break*  *break*  
We need to focus on homegrown conversations about teaching and learning. These need to become part of our 
life together. Maybe part of the cycle of department meetings, governance meetings, etc. could be spend on issues 
of teaching and learning. Would it be useful to start blogs led off by our academic leaders on issues dealing with 
learning? 
Encourage administrative and faculty support for the development of a ""scholarship of teaching"" as currently 
envisioned by the Carnegie Foundation for the Advancement of Teaching. This would be a perfect match for 
Pacific's Mission, Vision, and Priorities statements. 
Uniting the campuses 
I think it would be beneficial if such a CTE could be run by, or include Pacific faculty.  Again, going to how we 
""score"" scholarship, faculty who invest their time in innovative, more time-consuming but exceptional teaching 
ideas and activities, are not rewarded when it comes to tenure/promotion because this type of activity is only 
scholarship for faculty in the School of Ed (where they study how to teach people).  But an English prof (or a 
Biology prof or an Art prof) who dedicates time to pedagogy is not publishing in their area of expertise, and it is 
not equally considered when scholarship is evaluated. (I have actually heard Pacific administrators state that this 
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should be this way). 
Personal help is necessary for those who seem to be unable to perform their job. All this 'theory' stuff is a lot of 
hot air and a waste of time. Touchy-feely silliness, in my view. 
I attended such seminars at other schools where I taught and came away very stimulated and full of new ideas for 
my own classes.  Usually only people who already care about their teaching attend such seminars. 
Seminars on effectively using technology in the classroom. 
Yes, the fact that hiring the next generation of teacher-scholars will be very difficult if starting salaries--at least 
within the Humanities--continue to be seven years behind schedule. 
When requested by faculty, CTE staff should attend classes / lectures and provide both positive / critical 
feedback. Possibly this is covered in 15, the third question regarding indivdual consultations 
Alterative forms of instruction: on-line resources, on-line courses, video and other media, use of ""computer"" 
labs, non-traditional course schedules (half-semester courses, Saturday-only courses, etc). 
Seminars and workshops would be nice but who has the time? I lik ethe idea of a consultant coming to one's class 
to  offer personal guidance. It's the difference between going shopping and having a personal shopper! The latter 
is much more efficient.  
Assessment of instructional effectiveness. 
Support teaching aids, such as audio, video, computer, projectors, and various electronic devices that would help 
the classroom. 
Assist faculty who wish to engender self-motivation in the learning process of students 
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Make those monies available to other than full time/permanent teaching faculty. 
Recognize that a good teacher is not primarily motivated by techniques, new methods, etc, but by his/her love for 
the field.  Isn't this obvious to us all??   
Both the Univesity administratrion and the various departments should focus grants on junior faculty. Where 
issue of currentstandards in accredited programs are involved, Pacific needs to support faculty in special regional 
or national seminars or conferences as part of the on-going education of faculty and crucial staff.  
Increase in scholarly activity should strengthen the quality of teaching.  Budget for Faculty Research Committee 
should be increased. 
To go back to item 17: the budget should be increased when and if CAPD has any clear idea what to do with it. 
Might be a good idea for CAPD to morph into an Advisory Board for the TLC and run it's priorities and projects 
(including applications for funding) under the (one hopes!) professional gaze of the director (when we get one). 
Technical support--lab technicians, etc. 
Focus on the reason we exist.  Teaching.  Stop creating task forces, Centers and other superfluous programs that 
eat up funds that could be used to support our mission statement--student learning. 
The ideas above are all sound, but again, I'd rather have more faculty in my department to allow for the TIME to 
improve my teaching rather than have a Center sponsor workshops I won't have time to attend or CAPD have 
grants I don't have time to pursue. 
Arrive at a mutually agreeable sense of a faculty load and some clear sense of what the faculty and administration 
want from a faculty member.  There is too little agreement and too many demands on faculty time.   
Get rid of dead wood and politically ambitious Deans. 
We desperately need to resolve the issue of a Pacific Van Pool to enhance teaching of subject areas that are field-
trip dependent, especially for the biological sciences, geosciences, environmental studies, political science, and 
history curricula. Also Jacoby Center initiatives. 
The deans, the provost, and other qualified administrators should occasionally teach a course. This would 
demonstrate to students and to the faculty that teaching really is what matters most at UOP, especially for VIPs.  
An administrator's teaching perhaps should be in a team-taught course, so that the other duties which sometimes 
call an administrator away would not interfere with the students' learning.   
While I understand that money is not the fix all solution to our classroom needs,  several of us in the arts and 
sciences do not have the resources to teach our classes to the degree that expectations suggestions suggest we 
should or could. If departments, or their chairs, spend all of their time raising money to provide basic equipment 
needs, other important goals will be neglected. These committees need to provide better assistance to augmenting 
the needs of departments, technology needs would be a relevant example. 
More faculty participation/feedback in the direction the University is taking 
Fire our dean. *break* Encourage and support the use of new ideas, experimentation, methods, and technologies. 
*break* Encourage integration across courses. *break* Develop learninig assessment and measure outcomes 
instead of inputs and popularity. 
less paper work at all levels; no assesments (a catastrophic concept if there is one) assesment are exams quizzes 
and papers and each of us. Bring and pay good academics (scholars and teachers)and get out of their way. 
My impression is that the COP Dean would not be supportive of a faculty members efforts to invest time in trying 
to improve teaching.  The emphasis is quite clearly placed on only traditional research activities. 
Allow students to check their final grades electronically *immediately* after faculty enter them.  Most schools 
have already been doing this for many years now.  Students should not have to wait for all faculty to turn in their 
grades in order for students to view a particular grade. *break*  *break* Allow faculty to be able to download 
their course rosters directly from InsidePacific into Excel instead of having to type 100 names all over again. 
*break*  *break* Notify faculty as soon as a student has dropped their course.  Most schools do this. 
Yes, increase salaries for faculty and increase college support for atttending conferences.  Ensure that there is that 
innovations in teaching can be supported by IT; increase number of smart classrooms, especially in WPC.  
Eliminate leaf blowers from campus. 
To comment on Question 17, I do not think the budget of CAPD needs to be increased because we often see the 
""SECOND ROUND CALL"" for grant applications, indicating to me that the current budge is sufficient if not 
excessive. On the other hand, it is reasonable for SAAG to have a bigger budge because research and scholarly 
activities are in general more expensive. 
Student centered does not mean less rigor.  Junior faculty must be assured that they do not need to accommodate 
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every student request.  That would go a long way to help junior faculty focus on being a good teacher and not just 
popular with students.  Student ratings should NOT be factored in to tenure and promotion decisions.  Look at the 
empirical research on CTRs and you will realize that student ratings do not always correspond to teacher 
effectiveness. 
More staff support for basic functions would help.  More time and more respect for the time good teaching takes.  
Recognition of the scholarship of teaching (and I DON""T mean writing about teaching for peer reviewed 
journals - see Boyer)   
It may not be necessary to double the amount at this time. $24000 may be an acceptable amount.  
Provide higher merit pay or rewards for those teachers who can prove student learning through assessment and 
other demonstrable means.  *break* Provide students with more information literacy and research skills that 
teachers can then utilize. 
The amount of work required to apply for such small sums of money is pretty silly. 
1)Increased support for scholarly work and research would also enhance the teaching environment. With 
appropriate support, we can bring in outside research funding that can provide graduate research assistantships, 
which would substantially contribute to the teaching environment through offering direct hands-on research 
experience.  *break* 2)The Conservatory has such limited funds to support faculty travel that we have been 
limited to just one faculty person per program able to attend one major professional conference per year.  The 
professional conferences are major sources for new knowledge and resources directly applicable to our teaching.  
We need adequate support for these activities.  
I would also suggest that the CTE (if indeed this will be the prime in-university resource for teaching 
improvement) consider multiple perspectives on what it means to exhibit teaching excellence, and minimize 
oftentimes overly used pedagogical methods and assessements, i.e., lecture, and traditional closed book exams.  
There are far more powerful ways of thinking about teaching excellence and meaningful learning outside what are 
typically perceived as traditional methods.  Again, the BSOE should be a prime resource in helping shape such a 
center. 
o 
Sure, good idea. But will someone who gets a CAPD grant be rewarded as much as someone who spends time 
and grants on scholarship? Surely not under Dean Miller. 
Have an annual outstanding teacher/mentor award. 
maintain commitment to small class size and provide support for team teaching 
Consider the creation of a small number of teaching-track positions with a higher teaching load and whose 
scholarly activities are expected to be limited to teaching-related activities (textbooks, course development, 
papers in teaching journals/conferences). These positions would be best used in departments with a heavy service 
load, such as Math, Economics, etc. 
$32K is not enough for a progam that will have a serious impact. 
Increase CAPD budget, but I'm not so sure that it must match FRC's. 
The environment is fine; it's the faculty that needs to be improved. 
If there is money laying around, and there is demand for more than is available, then that would be fine.  But 
generally I think scholarship is more resource intensive. 
Find more ways to recognize and reward excellence in teaching so that faculty feel their time and energy spent in 
this way is highly valued rather than it simply being a drain on the time they could be doing scholarship. 
Hire excellent faculty and leave them to do their jobs with minimal administrative interruption; pay them the 
same salaries at least like Santa Clara U.; etc.  
the amount is far to low. 
Staff people to help digitize and to help create electronic versions of course material.  I don't have the time but do 
have the interest and ideas. 
Get an administration that gives clear indication that it actually cares about quality teaching and rewards it!  As I 
said before, this  one only pays lip service to it.   *break*  *break* The only reward for exemplary teaching (that I 
know of in COP) is the Faye and Alex Spanos.  One per year for over 150 teachers?   
Some units may require the teaching of 6 more more courses and year, while others require 5 courses an academic 
year.  A six course load requires more time for teaching, and less time for scholarship.  Thus, the university 
should provide support for 5 course loads, perhaps, for all units. 
More collaboration! 
Faculty should be encouraged (and trained) to gather, both formally and informally to discuss and norm student 
learning outcomes for classes that are taught by many faculty simultaneously (Mentor)and for common classes 
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that may be taught by different faculty. Student learning outcomes should also be normed across programs like 
GE.  
Faculty should be treated with respect by the Administration and their opinions should be taken into consideration 
when important decisions are being made. 
While I would agree in principle, CAPD has historically had a hard time giving away all the money it has. THis 
reflects the pressure faculty feel to be dynamic in connection with their scholarship and not teaching.  
One way is to remove the attitude that you have to always dictate knowledge to students; a student's individual 
initiative will be the life-long learning skill that is necessary for a successful future. 
It might be helpful to develop some university-wide ""core values"" for teaching and learning. For example, what 
is our overall philosophy? Do we strive for excellence by culling out the weak? Do we offer support for high-risk 
students? Do we want an environment of competition or cooperation? I believe Pacific has always adhered to a  
*break* ""kinder, gentler"" learning community, but as we move towards increasing pressure for scholarchip, will 
we lose this focus? 
Reward teaching more than scholarship in fact, not only in rhetoric. 
I think that research usually costs more than teaching support might, and I don't know if there are valuable but 
unfunded proposals being turned away that need support. 
Hire Deans who support Faculty rather than other interests (their own or administration's) 
Support campus wide faculty teaching and participation in all aspects of *break* the general education program 
with the expectation of mentoring, workshops on teaching, and stipends to support classroom based research and 
publication on and off campus. 
Get rid of many of the useless committees and program reviews that take up sooo much faculty time.   
I think it is quite good as is. As long as classes remain relatively small.  
We need more bridges across departments and schools. Community building needs to be a focus, particularly at 
the ""neighborhood"" level. 
Either recognize all departments as important, or close down the ones you don't want to admit you govern. It is 
better to be closed than to be abandoned. I 'm unsure how best to promote a depressed-looking faciility to 
potential students who first view the collective college image through wrought iron, red brick and ivy.  
Inviting faculty to sit in on each others' classrooms, especially on those whose teaching is regarded as excellent.  I 
did that in our unit & learned a lot from the experience. 
All full time faculty should partake in some GE curriculum delivery. Be a part of the overall education of our 
students.  *break*  *break* Best practices should be shared with jr. faculty in a structured, ongoing dialog, both 
within the faculty member's home school, and without.  *break*  *break* Teaching innovation with measurable 
success must be rewarded and shared.  
  The curriculum at the School of Dentistry is outdated.  Do you want dentistry to be equivilent to a ""beautician 
school"" or a part of a health care profession?  
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This would need to be for extraordinary individuals with specific criteria, rather than an all encompassing 
program. There are always exceptions to every rule and this advanced scholar program should exist for the 
exceptions. (this would probably exclude me ...) 
How about funding summers, so that probationary faculty don't have to work? 
It would be excellent to be able to offer this leave. But I wonder if the leave could unfairly burden other faculty 
members, or if the leave is completely supported by extra funding for replacement. 
I'd give it a try, but some of these things can be handled internally, as the literature suggests.  There is a literature 
on this topic 
I think the law school does not have sabatticals or research leave with the frequency that other law schools do. 
This is especially important for library faculty and other faculty who work 12 months (24 days vacation) and do 
not have summers off to conduct research and scholarship. 
If we are going to raise the bar for scholarship, and keep the teaching as high as it is - this seems minimally fair. 
This is a no-brainer. The only reason this administration hasn't done this is that it is greedy about money--it will 
not spend money on those that most make this university run; the faculty. 
Would allow for time to really develope research and connections in your field of extertise.  Make the process of 
making tenure much less stressful and better quality of scholarship at pacific. 
This is a must if scholarship will be receiving an increased emphasis.  If a book contract is issued, then so shold a 
leave. 
All this constant babying will get you nowhere. If you can't hire people who are capable of doing several different 
things, what sort of quality are you hoping to achieve? We're going to hire people to teach and do research and 
then give them time off from teaching? Just silly. 
ABSOLUTELY.  I think this is imperative if we are going to improve scholarly production at UOP -- we must 
first improve the environment for scholarly production. 
Junior faculty should do the scholarship here, so that we get a maximum benefit.  Maybe they should have a 
period of reduced teaching load, timed to help them ""finish scholarly work."" 
WE need a budget for at least PT lecturere to replace faculty on development leave...if not visiting professors to 
stimulate the rest of the faculty. 
This requires the school to have a fund or resource to pay for substitutes.  *break*  *break* Is the support there to 
do this?  
Any leave, for junior faculty or tenured faculty, should be for specific purposes.  It should not be a reward for 
simply being there for a certain length of time. 
The challenges for new faculty to complete scholarly work are substantial, given the teaching load and service 
demands.  A semester of leave pre-tenure would be a real support for those interested in securing long-term 
teaching careers at Pacific. 
Since it will undoubtedly help with the P&T requirements, yes. 
While the leave cycle is shorter, it is also not a year-long leave. In fact, the number of semesters given off is 
LESS than most institutes (1 semester every 10 versus 2 semesters every 14). 
It was also be a good idea to consider Associate Professors as well. Often, they become involved in administrative 
assignments and no longer have the time to set aside to work on scholarship. 
I had to put off my first faculty development leave for 4 years after I was eligible. I will never get that time back 
even though I should have had a shorter cycle for my second FDL. I think we need to view FDLs with more 
flexibility. 
0 
I think it is critical for young faculty to have a pre-tenure leave to enable them to develop their scholarship. 
Tenure is a way of determining if, with all of the pressures of a University appointment, the faculty member can 
be successful.  Granting a leave would water this down and make the process more of a hoop through which to 
jump, rather than a yard stick by which to measure. 
That initiative has to be supported with money to departments to cover for the increased teaching loads. 
Whooppee! yes. This would be grand idea. Faculty can not only be more confident of reaching scholarship goals 
but will not arrive at tenure burned out. It would certainly help attract talented faculty to Pacific in spite of low 
salaries.  
But of course!!! If we want good scholars and teachers. 
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The process can be stressful and can negatively affect teaching.  some relief may prove to be more productive for 
the faculty member coming up on tenure review. 
Over the course of careers there will be only a  very few extra leaves. 
yes, yes and yes!!!!! 
Yes, when faculty have important scholarly projects to complete in a timely fashion, ther should be an 
opportunity for them to take leave.  
There should be some reduction in teaching in one or two semesters, but a formal Development Leave may not be 
necessary. 
I support this idea, but not at the expsense of the current sabbatical system. 
For the level of research required at Pacific, it is totally doable now with a 5 course teaching load. Most faculty 
members have done it with no problem. 
I feel these educational opportunities would allow selected faculty memebers to fill voids or gain specializaions 
that would benefit the particular mission of the departments.  
Resources?  Professors have rather wonderful jobs with an ability to set our own priorities, with relatively few 
time commitments.  We ought to be able to teach and find time to do scholarship, at least if we can get summer 
research stipends. 
It takes at least 5 years to write all classes well. By the time one has time to get to serious scholarship, tenure 
looms. There's something seriously wrong here. There should be pre-tenure leaves, or perhaps a number of 
competitive research sabbaticals for untenured faculty.  
This might be a good idea, however it would be better to allow faculty the time to participate in scholarly work as 
the go, rather than give it to them in a large chunk at the end.  Time demands seem to be such an issue. 
While I am sypathetic to the need for junior faculty to have time to finish scholarly work and to prepare 
publications/performances, I would rather advocate for some reduction in teaching and monetary support for 
depts. to hire adjuncts to help with the teaching loads so that junior professors and associate professors with 
tenure can work effectively with research. 
If we're serious about the teacher/scholar model, we need to give junior faculty the time to pursue their 
scholarship. I'd like to see a one-semester leave as standard for junior faculty, even if this means moving to a 
development leave cycle of every 12 semesters.  
I disagree. I think it would be better to adjust our support for young faculty in order to achieve the continuity of 
teaching while allowing them to maintian their contact with their research and recieve tenure.  
WE do need a pretenure leave if junior faculty is expected to publish while preparing new classes. 
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Don't ""require"" anything-- mentorship should be available if desired. 
We already have a mentoring program in our unit, but it is somewhat limited.  If we could coordinate our efforts 
with the university's, I think that would help our new faculty. 
Mentorship in research should come from similar research ideas/backgrounds/goals and dept. should not be a 
consideration. 
My department has a 3/3 load making significant contact time with students higher than usual.  A release for 
incoming faculty would allow them to adjust. 
No mentoring at all. 
Much of this is already in place in the law school. 
I'd let the junior faculty pick a mentor, from somewhere in the university.  Mentoring programs do not work when 
they are too prescribed. 
by agreeing to 'voluntary' I mean informal. 
Either/or to the last two questions 
I think that mentoring could be very useful if done well, however if not it would just be another waste of time.  I 
tried to engage in some mentoring relationships in my department the first few years, and they were unsuccessful 
and basically wasted my scholarly activity time for first year or two, I have nothing to show from them.  This is 
not becuase the mentor did not want to help, but I think we were unable to surmount the learning curve in how to 
work together to complete a project in the time that we had.  It would have been better to just go forth myself, 
since that is what I have ended up doing anyway.  It could have been good but I think we all lacked the tools and 
structure. 
I'm not sure how valuable formal mentoring programs are.  But I'm willing to be convinced of their value.  We 
don't have enough faculty to teach what needs taught already, we can't afford lighter loads for new faculty. 
The senior faculty mentor with the best match of research experience and understanding of the junior faculty's 
specialization may be found either within or outside the department/unit.  There should be some flexibility in 
matching mentor to junior faculty. 
Mentoring only in a strict personal basis. No institutional involvement at all. 
There seems to be some repetition with earlier questions in this section.  Also, I may be in favor of a reduced 
teaching load for ONE year, but an open-ended question stating ""years"" is too ambiguous for me. *break*  
*break* I'd prefer to see us assist new faculty with easier teaching loads, instead of reduced teaching loads.  
Giving new faculty less demanding courses, or the reducing the number of course preparations in a semester or a 
year may be as helpful as a reduced load.  
There are hundreds of applicants for every university position. Pick the best candidate and stop worrying about 
holding someone's hand for two years. 
In some departments we hire faculty to teach in specific areas of expertise.  It may not be possible to lighten the 
load at first.  But their loads in other areas, e.g. service, could be lightened. 
The statement for #20 is not correct for all units on campus.  My unit has a minimum load of 3 courses each 
semester.  It would be advantageous to have at minimum a 2/3 load if the unit is 3/3 or better yet 2/2 during the 
first 1 or 2 years. 
The guidleines for scholarship are department-specific.  The decreased load for jr. fac. is a good idea, but not if 
the established researchers have to pick up the slack.  These are great ideas in theory, but the question always 
comes down to ""who will do the work""? 
redundant 
Both those in and outside one's dept could be valuable. 
I have some reservations here - I think a lighter teaching load the first year could be very helpful as new 
professors create new courses and establish their research, but given our current mission I think 3 years is a bit 
excessive.  I would like to see instead a full teaching load start at year 2, but include a pre-tenure leave to finish 
things off later as tenure approaches.  I think the time off would be more valuable later. 
Mentoring on scholarship is LESS important than learning to be a good teacher--not just one who gets good 
reviews from student evals but one who actually has a mission to transfer useful knowledge to students--it seems 
to me that we are spending more time on the scholarship (which should be 1/3 of load) than on teaching (which is 
FAR greater part of load) 
0 
The last two questions here are duplicates from an earlier section. 
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This is the carrot method.  I strongly support this approach over the current method which is the stick method.  
Give me more support and incentive and advice for and about scholarship and just watch what I can do... 
I think they could come from the junior faculty's department, but they do not have to.  It dependes on the junior 
faculty's comfort level. 
Absolutely, there should be much more flexibility within departments regarding teaching load. Faculty should be 
able to postpone or bank courses and not be held to a uniform model or research is hampered.  
See above 
I rest my case.  the standards and expectations within Pacific are skewed to consider 2/3 teaching appointments as 
the standard. How can others remain successful. *break*  *break* If Pacific cn acknowledge and repair this 
inequity we will see that other problems will be addressed as well 
What is a 2/2 or 2/3? 
Very few UOP faculty do real quality research. The burden on these would be to great and reduce their research.  
Hire senior facukty who do research if this is the route you want to go.  Broke the log jam at all levels. 
Mentors can come from any department.  It is the quality of the mentoring that is important, 
Mentors should be drawn from multiple departments so as to provide an interdisciplinary perspective. 
Mentoring sucks in my department. 
You've already asked some of these questions before.  Proofread. 
Education has a 3/3 load if it is a 3 unit course.  We have several 2 unit classes which make it even more difficult. 
A solid mentoring program would be of immense aid to junior faculty, but I do not see the need for a reduced 
teaching load. Perhaps this is an option best determined by the individual Department Chair and the Deanery as 
each program is unique in its faculty demands. *break*   
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There is too much emphasis in the current campaign on facilities and not enough on investment in human capital.  
This is a classic error that many universities make and ours seems to be no exception. 
This is an excellent idea. This shows some sensitivity to a long standing problem that discourages research and 
creative activity among the faculty. Equitibly administering and distributing these funds will be the next 
challenge.  
Just insure that there is equitable access to any such funds.  It appears to me that the last (current?) capital 
campaign only served to bankroll the administration's pet projects. 
Administration expenses should be minimized and investment in research infrastructure should be maximized. 
This is kind of obvious, right? 
Pacific has ""limited resources"" only because its administrators do not think creatively. They are most concerned 
with their own pay and benefits, and with beautifying the grounds. They are missing the boat--students remember 
a university because of its teachers, not because of its coffee bar, trees, or highly-paid administrators. 
One of the great disappointments at Pacific is lack of sustained funding of research projects. CAAP and SAAG 
funds are woefully inadequate given the size of the faculty and expectations for research and publication.  This 
area needs considerable rethinking.  A fund closer to an average support budget of at least $2000 per full time 
tenure track faculty per year might come closer to realistically serving the demand/need for funds internally. 
These could be leveraged as matching funds for external grants and subventions. *break*  *break*    
I elected to take a $22.000 pay cut in accepting this positiion here at UOP because I believed in the program. I 
still believe, but I cannot afford to join the further donation breadlines here. This faculty and staff, across the 
boards, is frighteningly under paid. Perhaps the state-funded Delta College faculty would like to accept a paycut 
in our favor.  If funds are to be solicited, let it be from off-campus sources. Faculty housing is soon going to be in 
the section-eight part of town as it is.   
Yes, I think the single most important thing we can do to improve scholarship is make travel funds greater. One 
conference a year as a rule is pathetic. There should also be money availble for short term research projects, start 
up funds, subventions and the like.  
Teaching and Scholarship should not be in the same question. Pacific succeeds because of teaching, not 
scholarship. Students come here for the attention and teaching they get, not for the papers published by the 
faculty. 
As an SOPHS faculty member, I am on an 11-month contract.  Summer monies, available to assist people without 
teaching and service responsibilities in the summer, seems extremely inappropriate.  We are held to similar, if not 
the same, standards and we teach 11 months of the year! 
Let's get real- our capital campaign goals are so high for facilities that most of us will retire before other monies 
become available.  Often we need TIME rather than money. 
How could one argue with this? *break* What are we contrasting this to?   *break* How else are $$ being spent? 
This is the problem. There is a drive for money to support scholarship and ""innovations in teaching"" b/c these 
are easily visible and verifiable.  But it's much harder to just get a big chunk of money to give to people who do a 
lot of great teaching b/c it's a much more subjective thing.  But if great teachers aren't rewarded, while we hand 
out little chunks of extra $ for people to plod along with uninteresting, not particularly important, but publishable 
scholarly work we are creating an incentive structure incompatible with our mission statement. 
If you want to have scholarship, the money would be best spent reducing teaching and service loads so that a 
faculty member can engage in scholarship and still have a life.  Faculty are not going to stick around if the level is 
not sustainable.  In my opinion, many faculty are creative, smart people, but I have seen several people leave 
becuase the benefits of staying did not outweight the impact of the time issue on thier life. 
If the university is raising its expectations for scholarship, then it must increase its support. 
Of course we should accumulate endowment in these areas.  Actually, I think scholarship should take priority in 
the endowment over teaching, and your question has them lumped together (even though this section of the 
survey is supposed to be about scholarship).  Teaching is the main output of this and many other institutions, and 
should be supported by the regular budget, and not have to rely on endowment proceeds.  Efforts to reward good 
teaching should be part of every Dean's annual budget.  Scholarship is a career-long effort, and should be 
rewarded differently.  That's why I support endowment raising for scholarship but not teaching. 
This is so obvious it hardly seems necessary to state. 
This is a very powerful tool that many larger universities use to develop new programs. 
What I see at Pacific is a lot of ""brick and mortar"" and scarce moneis for academic programs of any sort. 
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Support as such is absolutely necessary not simply in practical terms, but also in the message embedded in it. 
It should have these endowments in place anyway so advertised programs and facilties aren't cut willy nilly. 
0 
Most scholarship is neuronal, but occasionally a vital piece of equipment or on-site visit is essential. It would be 
nice to have a fund dedicated these essential aspects. But it would have to be monitored strictly so that the money 
is frittered away on worthless activities. Accountability is key. 
Increase travel funds budget so that faculty do not have to pay out-of-pocket expenses when presenting a paper or 
interviewing job candidates at a conference.  The current budget is insufficient.  We also need annual professional 
association dues covered. 
I like this, but don't rule out those of us who teach in year-round programs from getting some of the money. 
I'm not sure what role scholarship plays in the undergrad world, but it sure is important in the law school world 
Salaries are low; support for research is ridiculous. However, we have a pletora of administrators making the 
same salary than similiar institutions the faculty and staff does not. Actually we are a ""administration centered 
university"".  
Indispensable! 
This is essential for Pacific to improve its research output, provide resources necessary for junior faculty to attain 
tenure, and to make faculty more fundable from outside sources. 
There was no such category in the current campaign and definetely should be one in the next. 
I think the best use of such monies would be to establish a university-wide competition for junior faculty to win 
one-year sabbaticals for research and writing.  There should be several offered every year to faculty at a certain 
level.  UC Davis has this, probably most UC's do. 
This is part of the Universities basic goals and funds should not be limited to a special endowment. 
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There is a literature on this that has many suggestions. 
Flexible workload is critical--it enables people to do what they do best. 
This would potentially place great pressure on faculty who have a heavy workload to take on (or be assigned) 
more. 
This would be very tricky.  How do you determine who you're going to dump on to let someone else off the 
hook?  I fear that this is how it might be viewed. 
I am mixed on this idea.  I would support it only if the faculty member taking on the heavier teaching load 
supports it. 
Such a suggestion might be advantageous for a full professor to take on a heavier teaching load to help a junior 
faculty member.  However, please consider the needs of an associate professor who may take on duties as dept 
chair or accreditation duties, for example, and find it increasingly difficult to accomplish his/her research agenda 
for making a bid for full professor.  Often there are associate professors who take on a heavy service load for 
important reasons for the unit and for students, but then do not have sufficient time for research. 
This sounds like trouble. It opens the door for a lot of problems. I highly discourge it. 
I think the administration has treated teaching as a second priority.  the notion that the efficient teaching means 
having some set minimum number of students in every class is foolish.  Goals for student contact hours should be 
on an annual or even biannual basis and should be flexible enough for a department chair to manage his/her 
teaching resources to provide opportunities for innovation. 
Flexibility is critical in any successful organization. 
Administration should receive annual performance reviews e.g. ""Vote of Confidence"" by the Faculty and their 
salary tied to faculty satisfaction with their performance. 
Good in theory - will be hard to administer. 
In theory, yes, but when a faculty member is the only one in a unit with specialist knowledge or skills, this 
becomes very difficult to execute.  
Yes--this would have really helped me.  Instead I had to give up all my family time for an entire semester and 
work every weekend and every holiday to finish my book. 
I have seen many faculty ""dumped on"" and it can destroy morale.  Leaves should be supported by funding to 
add guest lecturers...this will add to the diverse perspectives of the students and faculty. 
These hypotheticals become cumbersome in their application - ""understandings"" become unenforceable in 
practice and simply tools for craftmanship and wordsmiths. 
This is exactly what I would encourage.  
Most of us are overburdened now.  Maybe this would be an oportunity for the part time faculty. 
I could see within a department faculty ""trading"" so that one teaches a 3/3 load one year and a 1/3 load the next 
to have one semester to devote more time to a scholarly project.  But I am entirely against the idea that we 
""double up"" sections of classes, making much larger classes, to give faculty more time to do research.  Again, 
this is moving us towards the ""research institution"" model and away from what makes Pacific distinctive and is 
our biggest selling point. 
I see room for exploiting younger faculty members who may not feel able to say no when asked to teach larger 
sections or more classes.  This was certainly the case with committee work when I was a jr. person.  I just wasn't 
allowed to say no, even though I wound up on 17 commitees and subcommittees one year. 
I see infighting and personal resentment leaping to the fore. Release time is a BAD idea that panders to people 
who are too important to do the job they were hired to do. 
I think this is a really horrible idea, and could foster a lot of resentment among colleagues.  I think we should all 
be held to the same standards of both teaching and scholarship, and I could see how this could be horribly abused 
by an unscrupulous chairman.  It also allows too much politics into a department as faculty wheel-and-deal with 
each other for time.  Bad news.   
The result of such a practice would be an unfair distribution. I have been in a dept. in which ""the scholar"" is 
allowed to teach what and when s/he wants, while the rest of the dept. bears the teaching burden. 
We already do it in the College. What's the big deal? 
Nice idea but very hard to administer, and may stimulate petty rivalries.  
0 
But, if the department has limited resources; the administrations is pressuring for enrollment statistics and number 
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of majors; etc. how in the world felxibility!!!. i have been teaching my full load, plus independent studies, 
because we were under the gun of program reviews, cuts, statistics, etc. In spite of my good research record 
nobody has offered me/ or discussed with me/ or suggested a single reduction in a course in the many years i have 
been here. 
Departments should have maximum flexibility, but it is easy for faculty to be pressured into accepting heavy 
loads for uncertain benefits. 
My concern here is class size.  In a great many area teaching is not ""scalable"" - the bigger the class the poorer 
the experience for the students.  If our priority is ""personalized education"" and ""student centeredness""  that 
MEANS that we don't trade that for ""scholarship"".  Otherwise it is not actually our priority. 
The problem with this practice is it clearly privileges scholarship over teaching.  If faculty are to be given release 
time from teaching to finish a scholarly project, the administration -- NOT the other faculty in the department -- 
are responsible for filling the teaching gap. (I'd rather we hire adjuncts than dump extra courses on already over-
burdened teachers.) 
In a case where a faculty member is carrying a slightly increased load, on the temporary basis, if extra 
remuneration is not available, then the university or department might reduce the committee responsibilities or 
other ancillary departmental duties. *break*  
Good idea. Except that in COP, Dean Miller micro manages such things to the detriment of departments. He 
doesn't care about flex time, because he doesn't care about the faculty. 
However, the person who receives the ""short end of the stick"" in such arrangements should receive 
reciprocation in the future.  Untenured faculty should not be asked to be on the short end of such an arrangement 
prior to tenure. 
This would be particularly useful in balancing the load between faculty who are active in research and those who 
are not.  
If this were done without the persons teaching heavier loads gaining the ability to have a similar deal, I would 
object.  In other words, it needs to be evenhandedly administered.  I think here, we need to assume that virtually 
everyone wants to write.   
Only if funding for PT instructors is used to release the faculty member or you do not have the small, inter active 
environment. 
In theory this is a nice plan.  But I see it bogging down in a morass of favoritism and paper work. 
Increasing the teaching load of ""other"" faculty seems unlikely to be workable. 
The administration should not be involved; this should be an issue internal to the unit or department. If the 
Administration (meaning above Dean level) focuses on whether prof. X has more or less units than Prof. Y , that 
is micro-management and is not good. 
sinec some of us are forced to teach very large sections due to admissions priorities, this seems to be a somewhat 
interesting statement. Would our large courses in impacted programs count as a larger section as a default, since 
we have no ability to cut the course size to a more managable enrollment?  
Should this be implemented, it ought not just be a decision between the chair of a department the the respective 
dean of a college. To work fairly, it ought to be a matter of internal consensus within units, supported by at least a 
2/3 majority of the full time tenure track faculty, tenured and untenured. 
I'm in favor of decision-making on teaching issues at the department/school level, since those Deans and 
department chairs are in position to know what is best for their faculty.  The central administration may try to 
apply cookie-cutter requirements that don't make sense for individual schools.   
This idea seems to invite intradepartmental political conflict. 
Flexibility is great but the schools should not have to come up with all the funding by themselves. 
GAH! Talk about leading questions! Really, REALLY need to have this done by someone who knows how to get 
unbiased information. 
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Great idea, but it depends on the ethics of Deans. Dean Miller has freely taken away two lines from my department (for a 
person on leave and one leaving) and funneled them to the sciences. As a result, core courses in our major will not be 
taught. How can faculty trust him to abide by a written understanding? 
sounds good to me 
Our depertment does not have enough faculty to teach the current courses. 
That means that the present faculty members get high teaching loads.  Too often, when a vacancy appears, it is not filled for 
a while, during which the faculty do overload work. Then a new hire comes in, and he or she is given a light load, and again 
the faculty get overloads. Not good. 
This could impact on our small(er) class size and negatively effect the student learning experience. 
Is there a catch I don't see?  Sounds pretty good. 
This sounds good but I think it is a false economy. We need to adjust our faculty and capital assets to achieve the faculty we 
need to do the job. 
This appears to be a good idea, but if courses in the catalog are not taught within a two year period because of lack of filling 
a position, students in that specific major will suffer and will be stuck with adjuncts or lecturers, not the faculty they will 
need to know as mentors when they reach upper-class status.  There is high risk of a dean putting money ""saved"" from a 
search/hire elswhere in the college, not saving it for that unit. Academic Council/the Provost would need to control this, not 
individual deans.  
This is a stopgap measure - not a policy alternative.  The solution to the problem is increased endowment or shifting 
resources from overhead to instruction.  The pie (in the long run) is not fixed. 
The question seems to imply that there is some overcapacity in teaching, and that units are able to hold positions vacant for 
a while.  First of all, that is not true in my unit, we are often not even able to cover faculty development leaves without 
hiring adjuncts. Second, it may be dangerous to demonstrate that you can get along without a faculty member.  The 
administration can say get along without that person for good, you did just fine last year when the position was vacant. 
We are stuggling with this very issue at present ... 
A good idea, provided the money goes to the department/school and not to the university.  There needs to be a clear 
committment and understanding in place.  
this doesn't seem applicable to the law school 
I can imagine this is very important in the sciences when a laboratory is necessary.  
Departments should be able to offer start-up packages or release time without having to defer needed hirings. 
Absolutely. 
This idea would depend entirely on the immediacy of need for a new hire. 
In my experience, most of my faculty colleagues don't think very clearly about matters like this. They just want more and 
more. Sounds like a stupid idea. 
These hypotheticals become cumbersome in their application - ""understandings"" become unenforceable in practice and 
simply tools for craftmanship and wordsmiths. 
I don't think the faculty should agree to such a trade-off.  The University should commit adequate funds to fulfill both 
objectives. 
I have qualms about this idea.  The dept. will continue to need to offer particular courses; momentum in development of 
programs in a dept or school would be hampered and create more strain on the others in the dept if a line were held open.  I 
would rather see the administration providing funds for hiring adjuncts or temporary full or part time positions in order to 
help tenure track and associate professors with research requirements. 
Faculty research should be supported by the university and the dept. should not have to scrimp to save funds for start up 
costs. 
The Administration is continually cutting or delaying faculty hiring and promotion to the detriment of the University 
mission.  The notion that we can do more with less is ludicrous. 
I don't believe that the funds would accumulate enough to make a difference.  Hires occur at given times because they are 
needed, not because they can wait. 
0 
The complexity and legalism of this would be self-defeating. 
Start up packages should be part of the landscape. 
This would be something that I could see being in favor of in some instances and entirely opposed to in others.  Again, if 
putting of hiring of faculty leads to increased class sizes and decreased offerings just to encourage more scholarly output, I 
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think it's a bad idea. 
The pauses in faculty hires seem to result in cannibalization of those lines, in other words a line available one year won't 
necessarily be there the next. 
This sounds nice in theory but past practice has shown that Deans take any money not actually being spent for whatever 
pressing needs (real or imagined) they face. Present practice indicates that no account balances, not even designated 
endowments, are safe beyond adminstrative reach when pressing needs arise. This means that even supposedly ""clear 
written understandings"" can be abrogated at any time - and have been. Viz the Rockwell Hunt endowment for History now 
being used elsewhere in COP. When an endowment document isn't honored, what hope for less formal ""understandings.""   
Having a fiscal incentive for flexibility would be extremely advantagious in planning and promoting success in the 
department. 
This has been used successfully in our unit in the past and so I see no reason (save excessive control stifling recruiting) to 
not continue it. 
This idea relies on a reasonable pool of adjunct faculty. Sometimes the education of students under adjuncts suffers. But I 
think it is a very good idea. 
In my experience, this practice is already in place -- WITHOUT the formal written agreement for the purpose of the deferral 
of hires.   
I am mixed on this as well.  The administration tends to steal from Peter to pay Paul.  For example, since the dean spend so 
much on hiring a new Chemistry Chair, he can only offer the History department visiting professor, who is expected to 
teach 5 courses, $25, 000.  This is a crime.  Funding should be kept in the department.  
COP is having and has have difficulty in attracting faculty in the arts and sciences. In several cases departments hire the 
third choice. Tenured faculty are leaving UOP. Housing costs are making hires more difficult. How, in such a climate talk 
about flexibility, when we are offering lectures 3,500 per course and they are not taking it, getting a course release at COP 
is like pulling teeth; etc, 
Departments should be given maximum flexibility, but postponing hiring should be require approval from 100% of the 
faculty who will need to pick up the extra teaching load- not a majority. 
We need to offer a much more competitive salary in order to attract good job candidates. 
Again, this would only increase the teaching burden on certain faculty. Saying a situation is only temporary would not be a 
sufficient safe guard; the other issue is how are the people who bore the teaching burden compensated? They cannot be 
adequately compensated for taking time off from research. 
I have mixed feelings about this.  I would like to see salary savings go toward start-up for new faculty IN THE SAME 
DEPARTMENT.  However, I have seen this money go to other departments (and schools)at the expense of successful 
programs. 
This is a good idea, but a very risky one for those of us who have seen faculty lines disappear and have had our budget 
excesses ransacked by the Dean, with no warning and little explanation.  
From past experience at 2 major institutions, the administration could NOT honor such agreement. 
Please review the increased enrollments each of past 3 years. I don't think this is a viable solution.  *break*  *break* The 
suggested practice places the penalty on existing students and faculty. Again, what guarantees whatever teaching is done by 
part time or visiting instructors is of adequate caliber?   
I also like this.  But I can also tell you that if you commit to this type of approach, you better make sure to honor the 
agreement.  Sometimes money goes missing in these kinds of agreements. 
I'm OK with this because it is the department's decision and the whole department who carries the burden. 
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this statement depends on the range of items that could be flexible approaches. 
Teaching is central to Pacific. If we become too ""flexible"" on this issue, we may gain more scholarly 
colleagues, but also may gain colleagues who value teaching much less than most of us value it now. 
yes again.  
The University , preferably by fundraising, but also by reallocation if necessary should have monies available for 
supportionmg scholarship. 
But not on the backs of existing faculty. 
It depends on what the ""flexible approaches"" are. Whatever, the flexible approaches should be within the unit, 
not involving Administration above Dean. 
???????? 
I think I agree with this but I wonder if I am missing the catch. 
There's a big difference b/tw providing funds to attract new faculty and to enhance scholarship.  Flexibility that 
moves us away from the student-centered, small class environment is a bad idea. 
Again, standards within a department should be as equal as possible.  I think that allowing 2 classes of faculty, 
one that focuses on teaching and one that focuses on research, is an extremely bad idea. 
This is really important.  As I get older, I am releasing that I want to spend more time on my research, but this 
seems impossible at this institution.  I am thinking of applying elsewhere. 
Course releases can be helpful.  But rather than increasing someone else's teaching load to compensate, an adjunct 
should be hired. 
This sounds like more ""creative bookkeeping"" 
How could one argue against this? Again, it is the application of this concept that is complex. 
I simnply don't know what you mean. 
Some examples would be good here. Flexibility would allow some departments to manage their needs more 
creatively and effectively. 
not sure to what this refers. 
Teaching loads must be limited to maintain quality. This would encourage extra loads as a way to get needed 
funds. 
Still don't get how this would work, especially when there is so little overlap in what we teach. 
A 3:2 load or 2:2 load in some units is not unreasonable at any rank. Given small class sizes at Pacific, the larger 
question is support for research, which is an unfunded mandate for the most part.  Enhancement of scholarship 
could be achieved with changes in % of job descriptions and changes in the current requirment AFTER tenure 
that at least 50% of all annual evaluations be based upon teaching.  
I don't see the relationship in the question above. ?? 
0 
I have seen too many instances in which favored faculty are given a very reduced teaching load without 
justification, although I generally favor departmental flexibility. 
No idea what this means. 
UOP has not a climate of supporting scholarship. In reality the administration couldn't care less. Promotions 
monies are ridiculous, mine were 2,000 raise when I was promoted to full; merit raises are 2.5%, this year less 
than cost of living. What kind of scholars are you going to attract, to UOP? 
I have no idea what this item is referring to. 
I have no idea what the question is... 
I'm not sure what kind of ""flexible approaches"" are implied here.  I would not recommend that any faculty 
member who is not a full professor ever give up her research time for something like this without the clear 
understanding that her advancememnt here is in jeopary. 
Sure, but again, if you don't pay people enough to buy a house in Stockton, why should they come? 
the flexible approaches idea is REALLY REALLY vague... *break* I cannot answer this without some examples 
Not enough information to comment intelligently ... 
scheduling flexibility would be great. 
See my comment for 22 
This also sounds nice in theory. But one of the happier expereinces at Pacific is faculty collegiality and that is 
undermined by inequitable teaching and pay structures. Even the present deeserved new (entry level) faculty 
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salaries in COP of $45,000 results in severe salary compression. When multi-year assistants and associate 
professors are laboring for monies very close to this, they can't be asked to support 
flexibility/enhancing/mentoriung responsibilities for their junior colleagues who make the same as they do.   
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Administration cannot legitimately require additional service without providing compensation for this time and 
effort.  Current nominal ""stipends"" or ""honoraria"" for participation in significant service such as student 
advising or orientation are an insult to our esteem. 
All asst. professors ought to be on at least 1 college and 1 university committee annually until they achieve 
tenure; all associates 2:1; full professors 1:1; or 0:2. No one should be exempt from University service, even if 
they live in the Bay Area or only come to campus 2 days a week, which is now the case for non-participation by 
many.  Service % ought to be increased to at least 10% of annual evaluation; perhaps 15%. 
All the nice things faculty can do for retention/promotion/tenure get reduced to meaninglessness when the 
decisions are made on teaching and research alone.  Maybe it should be a requirement for tenured faculty only, 
but that would not get much volunteering while research demands, which are time consuming and unpredictable, 
loom in the background.   
As a senior faculty member in my department, I tell faculty to limit service (both campus and professional) and 
concentrate on scholarship. Based on my first year's experience on the University P&T Committee, my advice is 
accurate. That is, a teacher could be best teacher at Pacific, Chair of Academic Council, and President of his/her 
professional association, yet only have one article published. This person would probably not receive tenure. If 
service really is valued at Pacific, then it needs to be shown in annual reviews and promotion and tenure reviews. 
Even though I am very active on departmental committees and university committees and professional 
committees, I feel that it has counted for very little during any of my reviews over the past five years. My 
supervisor looks much more at my scholarship. *break* If two separate act of service are required, then that 
should only be applicable for those on the regular track. For those coming up quickly in a reduced number of 
years, this requirement would be difficult. 
At a minimum.  Faculty all complain if they feel the university is running things w/out their input, but the 
majority can't be bothered to take any action to provide thier input. They will free-ride on the contributions of 
those who feel compelled to actively participate in the University community unless they can see some specific 
tangible personal benefit.  I used to abhor such self-centered lack of willingness to share any of the burden of 
faculty governance, but over the decade+ that I have been here and seen service go unrewarded and even frowned 
upon time and time again, I can not only understand it, but find myself drifting steadily towards that camp myself. 
At the law school, the work load in terms of service is falling on mid-career people, and it is heavy.  I'm in favor 
of protecting junior colleagues, but feeling the load is too heavy.  I think the load needs to increase a bit as people 
progress to tenure, and it should be clear they are able to contribute post-tenure.  I will say that for us at the law 
school, university committees are an addition heavy burden, because we have to commute and our own load is so 
heavy here. 
Faculty must be active on worthwhile committees and contribute to the development of the university.  
I agree in principle, but need to know specifics in order to determine my support. 
I agree with this in principle - HOWEVER, the University cannot increase teaching demands, scholarly/research 
demands AND service demands. There are not enough hours in the day. It seems that flexibility in this area would 
also be useful. For example, faculty who give a lot of service to the university may have a somewhat lower 
scholarship expectation, and vice versa, etc. 
I completely agree that being a good member of faculty at Pacific is NOT simply about giving some lectures and 
undertaking some scholarly activity buried away in an office or lab somewhere on campus. It requires being 
involved in all aspects of the University life. This includes service. 
I have already stated my view on service in previous questions on this survey.  I feel strongly that service is both 
underrated and devalued when considering tenure and promotion decisions.  When you ask in other quesions of 
this survey about developing mentors for establishing new faculty in their teaching and scholarship, I notice that 
you don't propose such a relationship with service!   *break*  *break* It is the view of many (at least some) 
middle-level faculty that the elder faculty have been a natural group of mentors regarding service. In spite of all 
their apparent past obstinance when it came to dealing with university governance and changes to university 
culture, these elder faculty by-and-large have had the university at the center of their hearts and have committed 
their lives to the service of the university.  It is their dear love for the university and its students (and the staff and 
faculty) that has driven them to fight tenaciously for what they view as a supportive, free academic environment, 
which values the individual and their growth over the image of the university, or the finances of the university.  
These elder faculty are usually the core of the campus committees, and there are few people stepping up to take 
their places as they retire. *break*  *break*  
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I have volunteered to serve on any of five different committees and as yet there has been no response or 
acknowledgment. A portion of the service requirement might include a more personal approach to recruitment. 
An e-mail of committee solicitation arrived in my in-box and I promptly said yes, how can I help? Nothing ... I 
have also mentioned m,y offer to become more involved to my Dean ... nothing ... So, Again, Yes! How can I 
help? 
I mentor juniors to do a mix of school service, University service, field service, and at least one Stockton-area 
service project. 
I think that junior faculty do try to serve on at least 1 committee, but that being a junior faculty is hectic enough 
without feeling compelled to join several.  I also think that once a faculty member becomes tenured, they should 
always be serving on at least one committee.  I think serving on only 2 committees total in order to be advanced 
to full is a bit pathetic. 
I think that we have come to the point where the concept of a ""citizen leader"" is something that we talk about in 
Mentor I & II, but something that we actively discourage faculty members from pursuing. 
I think the lack of interest on the part of the faculty reflects the message sent by the adminstration.  Some newer 
faculty have said that even in the ""New Faculty Luncheon"", they got the message that, in effect, service was a 
very distant third in tenure evaluations.  Therefore, an atmosphere that is supportive of service and that recognizes 
the importance of faculty service to the University will go much further than adding one more requirement to the 
requirements for tenure. 
I think we all know that service no longer counts for much. As a long time faculty member, I can see that it does 
not. The Provost's recent comments about service in a P&T discussion has made it clear that this is not 
particularly valued. 
I want to assert that there are faculty at the associate level who are tenured who take on, often enormous 
responsibilities for dept and school administration, as well as university service.  This work is not adequately 
valued for full professor review, and one's work and duties should be given much more value and weight than is 
currently the case. 
I work in a small department and I am required to serve.  This deparment cannot run without committee service.  I 
have no choice.  It was my understanding that this was true in other departments.  If we want the university to 
continue to function, we have to have service.  We need to value it appropriately in the tenure process. 
In my experience service (exception of advising and search, tenure and promotion committees) is a serious waste 
of time. The important decisitions are taken only by the administration (salaries, budget priorities, hiring of deans, 
etc.) and faculty input is negligeble. Faculty close to the administration is appointed to committees and they go to 
administrative positions; program review recommendations are only accepted if they coincide with previous 
administrative decisitions. Long reports are required from task forces, etc. and time, paper, and other resources 
are wasted. The less you have to do with commitees, the better for your career, as the committees are working 
now.  *break*  
In smaller units, and particularly in smaller programs in the Conservatory,  the demands of service work WITHIN 
THE UNIT are more substantial and crucial to maintaining the program. Program coordinators and chairs are 
often by necessity assigned to a larger number of committees due to their knowledge of curricular and regulatory 
issue, and responsibility for representing their program within or between units. While it would be ideal to require 
two acts of university service for promotion to full professor, it would be more reasonable to require one high 
quality act, or perhaps to require a minimum number of years total of university service, AND to give credit for 
service within the unit or program. 
It seems apparent that the lack of enthusiasm for service from the administration was to break the solidarity of the 
older faculty and their sense of empowerment in running the university.  We need service in order to once again 
cohere as a faculty body with a strong voice for faculty influence and--this time--for scholarship. 
It would be a good idea for the university to allow a professor to set their distribution of time each year and to 
have a few years in each 5 year cycle where service gets more attention than scholarship and then the other years 
keep scholarship above service.  We need good CHAIRS for many important committees. 
Its not a good idea to REQUIRE service - especially if it is ultimately unrewarded. This will result in resentment 
and poor performance on university committees. It has to be a voluntary system, and it has to be rewarded - 
otherwise it is doomed to failure - as is the current situation. 
More than this; the idea that scholarship is MORE IMPORTANT than service toward promotion and tenure needs 
to be done away with.  If the previous  questions in this survey about flexibility to allow time for teaching and 
scholarship mean anything, then faculty who choose to undertake service so that others can pursue 
scholarly/teaching activities must not be discriminated against. *break*  *break* Otherwise, the administration 
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should quit pretending they do not value scholarship over service.  If they just come out and say that, then fine; 
faculty may not agree but at least then it's out in the open.  The current view that of ""we view scholarship and 
service as equally important, but if you choose service you should put off a promotion review"" is contradictory. 
Often, the same well-known faculty are appointed/elected to service positions. Also, it is true, service counts as 
little (or nil) for tenure/promotion. I would still tell a new hire to avoid service, or look for a sinecure in the 
service area.. 
Okay, but how do you require Deans to read the whole promotion file? Gary Miller doesn't--he just looks at 
scholarly production. 
Only two separate acts? Much too little! 
Search commitees; tenure and promotion; advising are necessary committees, the rest are a waste of time. 
Anybody serious about teaching and scholarship should avoid the rest. Why bother when administrators only pay 
attention to recommendation that coincide with their points of view?  
Service important for tenure and promotion?  I'm not holding my breath. 
Should be considered good citizenship - participatory democracy and credited accordingly. 
Some folks do an amazing amount of service and, yes, it can be to their detriment on advancement--why can't the 
PT com be FLEXIBLE on the total contribution to life at Pacific--isn't that what we want to show our students 
(each contributing to their strengths)? 
The counter argument to the above is that service demands at Pacific are far greather than at other institutions 
where I have been.  I've been on several school and university-wide committees, and feel that most of them meet 
far too often and accomplish far too little.  We spend far too much time debating issues that are simply not 
important.  It's easy to fall into a rut of just attending meetings, and tbis kills productivity.  How do we teach 
classes with onerous service loads?  How do we keep current in our fields, to say nothing about advancing our 
fields through research.  It is entirely appropriate for new faculty to focus their efforts on teaching and 
scholarship.  We should have fewer committees. 
The decrease in faculty service is NOT a result of a new generation's apathy. Rather, it is simply a survival 
mechanism.  I wholeheartedly agree that service should be considered as an important component of tenure and 
promotion. That said, faculty input (particularly on program review) must be carefully considered and valued; 
otherwise, the service seems meaningless at best.   
The latter requirement of a rigid requirement seems silly.  I would give the dean the power to make decisions like 
this. 
The minimum level of service cited above is pitiful...there are *break* more ways faculty can contribute than 
serving on major committees *break* and that need not be so time consuming.  We should expect more *break* 
service, not less, of those seeking promotion to associate and  *break* full professor at Pacific. 
The percentage allocated to service at present in most units is not realistic given the actual demands of the 
University, so many faculty are really ""giving at the office"" on service.  Others are completely ""free-riding.""  
Given its weight, it would be entirely possible for a junior faculty to attain tenure without any significant service 
contributions at all.  I think this sets a bad precedent and typically is indicative of future behavior: this lack of 
contribution and citizenship will not be confined to the pre-tenure period.  As any social scientist knows, the best 
predictor of future behavior is past behavior... 
The phrase ""two separate acts"" can be interpreted many ways. 
The problem here cannot be solved by requirements.  The problem identified in the last part of this question is 
unwillingness of faculty to serve.  That has two sources - where there is willingness there is often not time, and 
where there is time there is unwillingess because of cynicism about the efficacy of ""faculty governance"" or 
because it 'doesn't count"".  The only way to have effective faculty governance is to let them have an actual 
VOTE (and not a merely advisory one) on what happens. *break*  *break* Why is this such a difficult concept:  
""Faculty have different strengths and talents.  The university can use these efficiently or inefficiently.  If the 
university treats faculty as interchangeable it will inevitably be using them inefficiently.""?   *break*  *break* 
Some faculty are good at service, others are not, some are positively pernicious.  We should encourage the first, 
perhaps tolerate the middle, and actively discourage (or forbid) the third from service.  Repeat the last two 
sentences and first substitute the word ""teaching"" for ""service, then do it again and substitute ""scholarship"" 
for ""service.""  Doesn't this make more sense than the way we do it now?  And I'm not sure the hallowed 
""teaching/scholarship/service"" categories are the best ones to use anyway.  Surely there are better ways to 
conceptualize what we want faculty to do? *break*  *break* If you want faculty to do service, make sure they 1) 
have time  2) have a reason for doing it (it matters) and 3) that good service is recognized and rewarded.  (This  
REALLY is not rocket science guys...) 
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The problem is not with the faculty.  The problem is with the administration and its refusal to accept service in 
P&T decisions in lieu of, especially, research and scholarship.  This is further exacerbated by the increasing 
number of committees and the increasing service related demands made on faculty, particularly department 
chairs.   *break*  *break* I have already mentioned Promtion and Tenure Guidelines as a colossal waste of my 
time.  I would also cite Program Review.  It has become absolutely evident that Program Review at Pacific serves 
only as a distraction and an enormous expediture of time, both for the departments involved and for the Review 
Panels.  IT IS ABUNDANTLY CLEAR THAT THE ADMINISTRATION IS PREPARED TO IGNORE ANY 
AND ALL RECOMMENDATIONS WHICH DO NOT COINCIDE WITH ITS PREDETERMINED OPINION 
OF WHAT SHOULD BE DONE: e.g. Department of Classics.   *break*  *break* I personally spent so much of 
my time on these necessary service issues that it affected my scholarship to the point that I was not able to stand 
for promotion.  I know of a case in which a person serving as Associate Dean was unable to stand for promotion 
because that service (also necessary) prevented scholarship. *break*  *break* The university needs to do two 
things: *break* 1. determine which committees could be eliminated, or combined, thus decreasing the number of 
faculty serving on committees, and *break* 2. recognize that in certain instances, service must be rewarded IN 
PLACE of scholarship. 
The service a faculty member gives should ultimately be a matter of conscience, so while I think minimums are 
necessary, I consider them a necessary evil.  The real problem is that our evaluation weighting has virtually no 
relationship to the actual time spent on the activities. 
This is another disconnect between theory and reality. The amount of service work required does not equal the 
amount that really needs to be done. On the other hand, people are not adequately compensated for service work, 
except when they do huge amounts. Then, in the last couple of years, they have been compensated financially at 
the expense of people who have followed the guidelines.  *break* Pacific needs to compensate teaching and 
service more than scholarship. 
This question is written in a biased way.  Having been here now for 20 years, I'm familiar with the argument 
about service vs scholarly activity.  I have no problem requiring some level of service.  But I am not convinced, 
nor do I believe there is sufficient evidence to suggest that the current problem getting people to serve is because 
they are too busy trying to be promoted and tenured.  I think there are other perhaps more likely explanations.  
There is a different generation of people in the academy, and I think that may explain some of it.  It has always 
seemd to me that the generation ahead of me enjoyed the things you mention in this question much more than I 
did.  It seems even more different for those a generation behind me.   
two acts of service for promotion from assoc. to full seems low to me and it would depend on what the service is.  
Two is rediculously low.  We are a stand-alone program and our JUNIOR faculty all serve on a minimum of 3 
department committees and one school or university committee. 
Two separate acts of service seems a little small, but at least it's a start.  There are many seasoned faculty who 
give a lot more. 
What does service mean?  Serving on a committe?  Community Service? 
what is an act of service? 
What is the point in faculty service when the administration at all levels is so adamant about refusing to listen to 
faculty? And punishes them for speaking out. 
Why not require service after P & T.  We don't need to get to know Pacific colleagues this way.  The mentoring 
of scholarship and teaching described above would accomplish the same thing.  Free us up to work on scholarship 
and teaching prep. 
Yes, but we have obviously gone overboard with committees. There should be a LIMIT to the amount of 
committees anyone can serve on, and all faculty, including senior faculty, should be required to serve. Passing the 
burden to junior faculty is abhorrent and sets them up for failure in scholarship and teaching.  
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