Do Adventist Teachers
Feel Valued?

RESEARCH ON FACULTY IN
SDA COLLEGES AND UNIVERSITIES

BY PAUL S. BRANTLEY AND SHIRLEY A. FREED

o faculty at SDA colleges
and universities feel af-
firmed and appreciated by
their employing organi-
zations?

College teaching is a dif-
ficult and demanding profession
requiring expertisc, sensitivity, and
unbounded dedication. Most SDA col-
lege professors earn considerably less
than their counterparts, and few go
into college teaching for the money.

The Christian professor is motivated
primarily by intrinsic rather than
extrinsic rewards. However, college
teachers, like other humans, need to
feel appreciated and affirmed for their
efforts. Even the Master Teacher cher-
ished expressions of thanks from
someone He had helped (Luke 17:17).
Everyone necds to feel esteemed.

In terms of rewards, many teachers
at Adventist colleges see nonsalary
incentives as of equal or greater
importance than salary. A sense of
purpose and fulfillment in one’s work,
a timely word of thanks from an
administrator, or a note of apprecia-
tion from a former student are them-
selves powerful rewards.

Organizations that value and cher-
ish their employees are in turn
rewarded with higher productivity,
morale, and staff retention. At a time
when faculty are increasingly tempted
by lucrative offers, questions of valu-
ing and affirmation have important
implications for SDA higher edu-
cation.

A few studies have investigated non-
salaried incentives in Adventist higher
education.! In Stembridge's study,? 81
percent of the college teachers felt
that their reasons for having accepted
an appointment at an SDA college
were being completely or mostly ful-
filled. Thorn3 evaluated a random
sample of professors from 11 SDA col-
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leges and universities in North Amer-
ica and found the following motivat-
ing factors for college teaching:
opportunity for God-given, life-long
service; being mentally active/chal-
lenged; friendships with coworkers
who share religious beliefs; and “doing
the kind of work that I do best.” Little
is known, however, about faculty per-
ceptions about their employing institu-
tion’s efforts to reward and recognize
them.

The Study

The Professional Recognition of
Adventist Educators Survey (PRAES)
was designed to determine the ade-
quacy of SDA organizations in reward-
ing teachers at the elementary, second-

ary, and college levels. To obtain the
information, teachers, college admin-
istrators, conference administrators,
and educational superintendents were
polled. The project was commissioned
by the North American Division at the
request of the Project Affirmation
Subcommittee on Quality Education
and Valued Educators.

Each SDA college and university in
North America was contacted by tele-
phone and invited to participate in the
study. Eight responded.* Returns from
the colleges varied from 25 percent to
almost 100 percent participation. A
total of 401 college professors and 30
college administrators completed the
survey. The response was fairly well
distributed among the institutions
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with 116 from the largest and 12 from
the smallest college.

The survey sought to answer the fol-
lowing questions:

1.
tion teachers rate as “adequate

To what extent do higher educa-

’

efforts by their employing organiza-
tion to recognize them in their work?
Which recognition practices by the
emploving organization do teachers
rate as most adequate or inadequate?

2.

Do the adequacy ratings by

teachers vary according to the type of
recognition, ie., teacher involvement,
extrinsic rewards, or faculty develop-
ment incentives?

3.

How do ratings by college

teachers compare with those of ele-
mentary and secondary teachers; with
college administrators?

4. What other issues warrant further
discussion in Project Affirmation plans
and suggestions for enhancing the
status of Adventist educators in the
1990s?

The survey instrument vielded mea-
sures of the perceived adequacy of
affirmation in 24 subarcas:

19.

20.
21.

22.
23,

24,

Perceived Adequacy

of Affirmation
Areas Surveyed

. Feature teachers in church publi-

cations

. Use teachers as consultants
. Recognize teachers at camp

meeting, cte.

. Utilize excellent teachers as mentors
. Publicly recognize teachers for vears

of service

. Recognize teachers for effective

methods

. Show expressions of appreciation

(birthdavs, ctc.)

. Confer Teacher of the Year awards
. Include teachers in making policy

making

. Provide opportunities for special

training

. Recognize excellence with the

Zapara Awards

. Provide unfunded sabbaticals

. Provide funded sabbaticals

. Feature teachers in newspapers

. Promotion of Christian Education

Sabbath

. Allocate a budget for teacher use
. Reimburse fees in professional

organizations

. Provide JOURNAL OF ADVENTIST

EDUCATION

Provide released time to visit modecl
schools

Monitor teacher workloads
Promote networks for teacher-
teacher exchange

Provide coaching and ongoing
feedback

Support teachers in individual
research

Implement the Ministry of Teaching
credential
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FIGURE 1
Adequacy/Insufficiency of
Organizational Recognition of College Faculty

% Recognition
insufficient

11.  Recognize teaching excelence by giving
the Zapara awards.

8. Confer Teacher of the Year awerds.

7. Show personal expressions of
appreciation (birthdays, etc.),

5. Publidy recognize teachers for years of
service.

17. Reimburse membership fees in
profassional assoclations.

18. Provide compiimentary Journal of
Adventist Edycation subscriptions.

9. Include teachers in making policy,
decisions which affect them.

10. Provide opportunities for specialized
training (workshops),

2 Use teachers as school evaluation team
members, consultants, eic.

20. Monitor teacher workloads to Insuwre
reasonable assignments.

15. Promote Christian Educ. Sabbath.

14. Feature leachers in newspapers and
public press.

12. Provide unfunded sabbaticals for
professional development

1. Feature teachers in church publications.

23. Support h In individual
proposal writing, etc.

Hoct

6. Publicly g here for
innovative methods.

19. Provide released time to visk model
schools, programs.

22. Provide for coaching and ongoing
feedback on teaching.

24. Impiement the *Ministry of Teaching®
concept.

13. Provide funded sabbaticals for
professional development

4. Utlize excellent toachors as mentors or
master teachers.

16. Aliccate a budget for teacher's flexible
classroom use.

ting and

3. Recogni: at camp
conference sessions.

21. Promcie networks for teacher-teacher,

% Recognition
adequate
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pastor-teacher exchange.
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In addition to rating the item as
“adequate” or “insufficient” within
their organizations, respondents were
allowed to select a third category,
“unsure,” for those who felt uncertain
as to whether recognition in a particu-
lar subarca was provided or even
necessary. Indices of Adequacy were
devised through the summation of
items corresponding to three catego-
ries: (1) teacher involvement, (2) ex-
ternal rewards, and (3) faculty devel-
opment.

Responses of the 401 college faculty
were compared with those of 30 top
college administrators as well as with
the 1,024 elementary and secondarv
teachers who also completed the sur-
vev. Although sampling restrictions
preclude broad generalizations, the

results should provide some useful
insights about faculty members’ per-
spectives on higher cducation within
the North American Division.

Results

Figure 1 indicates the proportion of
faculty who rate recognition incen-
tives by their emploving organization
as “adequate” or “insufficient” on each
item of interest. To highlight the posi-
tive and negative balance among the
items the sizable “unsure” category
was omitted from this comparison.

College faculty feel that the follow-
ing organizational practices are most
adequate: (1) Zapara awards; (2)
Teacher of the Year awards; (3) Per-
sonal expression of appreciation; and
(4) public recognition for vears of serv-



ice. The items they rate as most
insufficient are these: (1) funded sab-
baticals; (2) public recognition for
effective, innovative methods; (3) net-
works for teacher-teacher, pastor-
teacher exchange; and (4) utilization of
excellent teachers as mentors,

In general, items dealing with exter-
nal rewards were rated more favor-
ably than those pertaining to faculty
development. Table A depicts the
average “adequacy” ratings of college
teachers, contrasted with the same
ratings given by elementarv teachers,
academy tecachers, and college ad-
ministrators,

Teacher Involvement

To be healthy, an organization needs
for its emplovees to feel involved.
Morale is higher when employees feel
they have a voice in the organization—
when they believe thev have some
control over their own destinies. Col-
lege teachers feel they are “included in
the making of policv and the shaping
of decisions which affect them” more
than do elementary or secondary
teachers (Figure 2).

College teacher ratings excceded
that of their counterparts at other lev-
els. However, college teachers rated
involvement significantly lower than
did their administrators. Other faculty
involvement items include items
number 2 and 4 and are relatively
evenly distributed among the levels.

External Rewards

Items dealing with extrinsic rewards
and recognition were addressed by
items number 1, 3, 5-8, 11, and 14. This
group of items was rated as most ade-
quate bv all groups except college
administrators. Their ratings may
imply that the items arce of greatest
concern. However, there is a compet-
ing explanation. Although incentives
such as Teacher of the Year awards
arc viewed as adequate, they may also
be considered more as enhancement
than basic to professional practice.

It is significant that “public recogni-
tion for etfective innovative methods”
was rated as less adequate (item 5, 63
percent) than “public recognition for
vears of service” (item 6, 24 per-cent)
which is more extrinsic and less
related to professional performance.
In fact, none of the 24 items on the
survey received higher insufficiency
ratings than did item 5. Could it be that
teachers are more concerned about
being recognized for professional
accomplishments than for the external
aspects of their work?

Faculty Development
Iterns relating to faculty develop-

Coliege College Academy Elementary
Administrators Teachers Teachers Teachers
FIGURE 2

Percentage Who Feel Their Organization
Involves Teachers in Making Policies and
Shaping Decisions That Affect Them

TABLE A
Average “Adequacy” Ratings for Each Incentive Category
Teacher Extrinsic Faculty
Category of Respondent Involvement Reward Development
Elementary teachers 37% 39% 33%
Senior academy teachers 37 38 32
College teachers 34 44 31
College administrators 46 44 33

ment (numbers 4, 6, 10-13, and 16-23)
were the lowest-rated of the three
arcas. Faculty development is consi-
dered a reward because it is designed
to promote qualitics that arc highly
regarded by professionals. More than
being rewarded routinely for extrinsic
qualities, faculty fecl an urgent need
for funded sabbalicals (63 percent),
recognition for innovative methods
(63 percent), more networks for pro-
fessional exchange (60 percent), and
mentor teacher arrangements (60 per-
cent). Also high on the list are the need
for monitoring work loads (59 per-
cent) and the nced for coaching and
feedback regarding teaching effec-
tiveness (57 percent). Clearlv college
faculty are concerned about becom-
ing more competent scholars and pro-
fessionals,

Implications

The importance of faculty devel-
opment is underscored by this report.
However, it must be organized in wayvs
that affect basic dimensions of the col-
lege teacher’s work (more effective
teaching, individual research, profes-
sional improvement). Facultv want to
be recognized for professional compe-

tence rather than affirmed through
¢go-building.

The faculty surveved indicated a
strong desire for more networking and
cross-fertilization. Pastors and even
tcachers have conventions, but what
opportunities arc there for faculty in
NAD colleges to interact with their col-
leagues? Would reactivation of the
quadrennial session for higher educa-
tion, last held in 1976, encourage a
feeling of system, network, and inte-
gration among the disciplines?

Empowerment helps emplovees feel
that they have a direct stake in their
own destinies and the destiny of their
organization. Almost imperceptibly,
lavers of burcaucracy can isolate the
emplovee from the cutting edge of the
organization and discourage trust,
creativity, and self-worth, the very
qualities needed in college teaching.
Administrators particularly must
ensure that emplovees share the goals
of the organization and feel free to
participate in its destiny.

Finally, importance of the divine call-
ing must never be lost to view. Salary
concerns are essential and nonsalary
incentives are important. But neither
of these substitutes for the sense of
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commitment to a higher purpose and
a higher power. In the words of one
professor:

The best affirmation I receive in my
teaching is to see my students enter suc-
cessful careers and to see them committing
their lives to Jesus. To receive notes from
students expressing appreciation for my
willingness to accept and help them is
reward enough for me. I feel affirmed
because these rewards reinforce my mis-
sion in life.

With a dedicated, consecrated
faculty and a sensitive, supportive
organization, SDA higher education
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will better accomplish its ultimate
objective: the restoration of each stu-
dent to the image of God. O

Dr. Paul S. Brantley is Chairman,
Department of Curriculum and Instruction,
School of Education, Andrews University,
Berrien Springs, Michigan. Shirlev A. Freed
has recently returned with her family from
mission service at Pakistan Adventist
Seminary. She is completing doctoral study
at Andrews University.
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