FACULTY DEVELOPMENT AT EVERGREEN
Recommendations of the Faculty Evaluation DTF

The Faculty Evaluation DTF advances as its %:1m;£g_tecommEndatfon
that faculty development at Evergreen be made the number one
institutional priority for the next five years.

Evergreen is fortunate in that its curricular arrangements,
including interdisciplinary coordinated studies and collaborative
teaching teams, go a long way in fostering faculty development by
their very nature. Measured by our own standard of excellence in
the teaching arts, the Evergreen faculty is a well-developed
faculty. But there are clear and apparent gaps in the range of
opportunities for development currently available for our fac-
ulty. We must not be content to rest on our past achievements,
considerable as they may be. Our continuing vitality as an
institution demands that we take a significant next step in the
development of our most critical institutional resource -- the
faculty.

The Faculty Evaluation DTF views faculty development at Evergreen
as occurring at four distinct levels: the institution, within
interdisciplinary specialty areas, within academic programs, and
individually, as self-defined by each faculty member. Our rec-
ommendations fall within each of these areas:

l. INSTITUTIONAL

A. Recommendation One (Primary Recommendation): Faculty
DeveTopment at Evergreen should be made the number one
institutional priority for the next five years. Fac-
ulty development at the institutional level is the
arena in which the greatest strides have been made in
recent years, but it is also the arena in which the
greatest gaps remain.

B. Recommendation Two: The college, through a combination
of private fund-raising and enhancement of legisla-
tively controlled formulas, should double the number of
quarters of paid, professional leave by 1992.

Time is the single greatest need for faculty members'
development. Paid professional leaves (or sabbaticals)
at Evergreen are a scarce resource, and their alloca-
tion among faculty has become, paradoxically, an
intensely competitive, largely discipline-bound enter-
prise. All faculty at Evergreen need time away from
the rigors of teaching at predictable intervals in
order to crystallize what they have learned and to open
themselves to fresh approaches to teaching and inquiry.




themselves to fresh approaches to teaching and inguiry.
At Evergreen, on average, one quarter of paid, profes-
sional leave has been made available for every 7.7
years of service. Doubling the quarters of leave (to
two quarters per 7.7 years of service) is still far
from an optimal level, but would do more to promote
faculty development at Evergreen than any other single
action that we can think of.

Recommendation Three: The primary responsibility of

one of the Academic Deans should be faculty develop-
ment.

Inasmuch as the College will be gaining a fifth Aca-
demic Dean, one of the deans, whose position is defined
as coming from the faculty, should be designated as the
Development Dean. This dean will provide the institu-
tional locus for the promotion of faculty development.
It will be the responsibility of the Development Dean
to generate opportunities for faculty development, to
be the institutional advocate within the administration
for faculty development, and to foster and promote
development within specialty areas and programs and
with individual faculty members. This dean is suc-
cessful to the extent that faculty clamor to take
advantage of the opportunities made available by her or
his efforts.

The College has made considerable progress in recent
years in increasing the professional travel allocation
and in creating resources for sponsored research. The
Development Dean would work to continue and enhance
such efforts. The Development Dean might also work to
put together programs such as the Danforth visitor
model, whereby one faculty member, released from other
obligations, visits another's academic program on a
sustained basis, in order to offer developmental advice
and insight. Another model that the Development Dean
could pursue is a College Faculty Forum, in which
individual faculty, once in an eight-year contract
period, might elect to make a major presentation
(retrospective, prospective, or both) to the College
community. These presentations could carry a stipend
of $1,000. Ideas abound: it is the role of the
Development Dean_to realize and promote them.

Inasmuch as decanal evaluations of faculty will hence-
forth address faculty's competency, as largely distinct
from their developmental efforts and interests, faculty
will learn less from reading deans' portfolios about
other facultys' standards and interests and have less
chance to identify colleagues with whom they might
enjoy teaching. The Development Dean should, there-
fore, seek to find new means to help faculty know of







