12. Additional comments related to Appointment and Reappointment?


Senior Lecturers:

· Good teachers are rare: If we identify some, let's do what's needed to keep them around.
· I support renewable contracts only if performance review is seriously and fairly done. Reappointment should not be based on following the path of least resistance.
· I'm not sure whether I'm accurately reading and responding to these questions since I don't know whether, as a Senior Lecturer, I am a "Renewable-Term Lecturer."
Renewable Term Lecturers:

· The restrictions placed on renewable terms are not reasonable. Compensation is not fair--most people took a pay cut to gain the security of a renewable position--myself included.
· Doing a search every three years seems time consuming, expensive and needless if a lecturer has a positive performance review every year if reappointment occurs after a search from the outside applicant’s perspective it does seem like an inside hire.
· The specific terms of my 3 yr renewable AYL contract and expectations of my particular appointment have shifted every year that I've been at Santa Clara. Recently these shifts have been productive changes, but only after I advocated strongly that I be included in appointment discussions that would have been simply ill-informed without my input. Might administrators educate themselves and re-consider the demands and expectations of each particular field that they oversee, in order to make clear and informed hiring decisions, following the guidance of dept. chairs?
· We should not have to be reapplying for our own positions over and over again. There should be a clear, real employment promotional path that dovetails tenure-stream opportunity.
· We are expected to provide service to the University at the same time that we are teaching a full load of [course] classes that allows for no time to do anything but grade. I think the teaching load of 7 is unrealistic; during the quarter when a lecturer teaches three [course] classes, s/he has [number] students--a number well beyond suggested best practices. This punishes both student and lecturer.
Academic Year Lecturers:
· I have been well treated by SCU and enjoy teaching here very much. I have been promoted as fast as reasonably possible. I do wish the salary was a bit higher. (Even a small increase would help)
· Two (full time year-to-year lecturers) colleagues of mine had their own jobs posted on the HR website for SCU and were not told that they were posted. Their total years at SCU are above 20. The process of having to reapply for one's own position, in which one is succeeding greatly, is humiliating, frustrating, degrading and time-consuming for applicant and all of department.
· It would be helpful if we did not need to re-submit applications documents and letters of recommendation each year.
· There doesn't appear to be any negotiating room, no transparency as to what other lecturers receive in compensation, how they were hired, how they are evaluated. The evaluation and compensation processes are a mystery to me.
· There has been essentially no evaluation of my performance since I have been here and it is very difficult to improve without feedback. The interview process provides no feedback on performance and therefore AYLs are not given clear guidelines for improvement from their peers.
· I certainly favor more stability and clarity in the realm of appointment and reappointment. The university seems to have give zero thought to the fact that most of the people in AYL positions really would be helped in performing their duties to know the terms of their employment for the next year prior to June! This causes anxiety, stress, and a general feeling of wretchedness as one ends up applying for equivalently bad, non-tenure track jobs across the bay area just in case the current (extremely demanding) position suddenly disappears for next year. The fact that my chair in April has NO IDEA whether I will be employed next year is really abominable, as it means that I have to apply to teach in one-year positions in [university] or [geographical area] etc. "just in case" and thereby waste their time as well as mine. I can't tell you how wretched this system is! Granted, the regular tenure track market is bad, too, but at least it has the good grace to be more or less clear by late February. Making people wait until June though is inexcusable: I don't think the Deans and Provosts realize that for many AYLs, to not be renewed means that they must go seek not just a new job, but a new profession, and this is quite a burden to carry so late in the year. Every day I fantasize about the opposite scenario: one in which I would know by the time of the annual national job market (January) what will happen to me at SCU if one of the job on the national market is not found. My life would be a lot better, and I would feel less idiotic putting in the long hours I do for a position that I feel is not going to take care of me in the long run, no matter how well I perform....at least knowing what will happen next year would give me room to understand my future a little better
· Requirement to search for new candidates each year in order to reappoint an experienced, well-performing, qualified NTT faculty is unnecessary, wasteful and demeaning. Evaluate each course taught; pay and promotions based on evaluation.
· Same comment as before: very pleased with most everything about SCU except level of compensation, which is less than I've been paid at other institutions.
· If the vetting process was thorough at the time of hiring, it is unfair to make a person reapply for his or her job again and again.
· I know I am doing an above average job but my raises have been below average.
· Departmental and Divisional messages get confused and confusing about the issue of renewable lectureships. Many depts. have consistent and reliable need for lecturers in the same jobs year after year -they should be converted to tenure stream.
· Over the last several years, whether or not positions would continue have been announced later and later in the quarter - i.e. this information was known and searches would begin early in the year, now this does not seem to be
· Non-tenure-track faculty are critical to the operation of this university and many others; hiring and retention procedures that affect them should reflect this fact. In practical terms, that means that the process should be transparent, that salaries should be attractive, that the number of "hoops" to jump through should be reduced, and that such positions should provide reasonable job security.
· I have only completed two of my three years of my contract, but I anticipate a fair and reasonable relationship. Perhaps later in the survey, you will address compensation -- but I feel it has not reflected cost of living increases in the Bay Area. Also, I feel those of us, all AYL who commute more than 40 miles should be compensated in some way -- particularly with parking. Cost for RT driving for me each trip is @ $20-23, depending upon the cost of gas.
· We should also consider permanent part time appointments. I do not like that all lecturer positions are now full time. What about part-time lecturer with parental who still want job stability and more than one class a quarter?
· If the salary stated in the contract is the starting salary, how and when do we know that the starting salary can be increased?
· Competition is good for teaching excellence; reappointment in [academic field], for example, might be offered to those who have actually studied and applied (in the classroom, at conferences) [academic field]--can demonstrate that they're "in conversation" with the discipline, rather than or in addition to [academic field]. Strangely, many who are given the opportunity to teach [academic field] couldn't describe the contemporary [academic field].
· My department lags far behind best practices established across the country. The dean's office and the university's policies towards the AYLs in my department have demonstrated their profound disrespect for us as individuals and as a rank. The best AYLs are leaving and will continue to try to leave for better jobs, even though we would rather teach at SCU under improved circumstances, such as transparent processes of appointment, evaluation and promotion.
· Many lecturers on campus also provide other services that are not taken into account for renewal, promotion or compensation purposes. I believe these supporting commitments should be taken into account in rehiring, promotion and compensation.
· The procedure goes beyond "unjust" into the realm of "bizarre." I'm routinely asked to commit to teach specific classes months before I'm actually hired to do so, at which point outsiders are invited to teach the class I've already developed and committed to teach. Of course, if I don't play ball with the powers that be, I won't get my job back. I'm hoping that these archaic labor practices will all come out during WASC this next time around. It's hard to imagine a WASC committee that won't be shocked by what goes on at SCU.
Quarterly Part-Time Lecturers:

· It has been informal and on a quarter-by-quarter basis.
· Current policy seems reasonable.
· It would be SIGNIFICANTLY helpful if adjuncts were paid by 1099 rather than as payrolled employee. The tax implications for an adjunct can be considerable. Second, and perhaps there is a subsequent section to deal with this: access to graders would be very help when class sizes surpass certain levels.
· After teaching many consecutive quarters as QPT instructor I was somewhat dismayed and angered by being asked to submit a full application with college transcripts and outside! references for a new course assignment.
· I not much motivated by the money.
· Despite outstanding feedback from students and excellent student evaluations [department] has not offered to give me any long term or full-time positions. I would like to combine [two courses] and offer them round the year. I have taught both course and had excellent student evaluations and feedback. I joined SCU under unusual circumstances and helped the [department] when one of the [department] lecturers abruptly left in [quarter and year]. I was very disappointed to learn that the department later hired another full time lecturer to teach the course in the following quarter. When I asked why was I not considered for the full time appointment they said they found someone who could teach [two courses]. Because I had no expertise in teaching [course], I was not even considered. However, I am teaching [course] and my question to SCU is why was I not considered for a full time position in these [two courses]. By combining [two courses], I lost the opportunity to teach [course]. I find this really unfair.
· As a QPT, I would like to see a priority re-hire list according to seniority and based on performance evaluations
· Years ago, the department gave me other courses to teach, such that I worked all 3 quarters. During last decade (under newer chairman) I was never offered classes that I was highly qualified to teach (experienced, and in areas I have published), and instead they hired young inexperienced people, gave them year contracts (which they have not offered me), and several of them did not even work out well.
· Other colleges such as Foothill-De Anza have "preferential rehire" for less than permanent faculty after six quarters. There is also a sliding scale for QPTs, not a flat rate regardless of experience as at SCU.
· If the University changes its policies it should grandfather its arrangements with all teaching personnel.
· I am convinced that the judgment of the chair is a very important factor and that SCU should find a way to protect that subjective judgment.
· I think that quarterly hires should be evaluated every quarter. 
· I have been a qpt and an ayl. At this point I teach on a quarterly basis.
Senior Lecturers:

· A question above asked about reduced rates for QPT parking, and I just had an observation. I don't park on campus myself--even though I would sure like to--because I simply need to save that money. I walk several blocks and try to remind myself that it's good for me!
· Some colleagues who direct programs are not given course releases; course releases perhaps should be considered when one does extraordinary service. 

Renewable Term Lecturers:

· Sometimes I think that when comparing departments there are inequities in amount of hours teaching and in service. Also, how do you balance professional development and give everything to your classes is always a challenge.
· Real hours of service to students, departments, and the SCU community are not often discussed in terms of compensation. The service expectations vary WILDLY from department to department, though compensation is generally similar.
· We are given $500 for professional development, which, although it is a start, cannot cover a conference outside the Bay Area.
Academic Year Lecturers:
· It seems to me that the level of compensation of AYLs varies (even wildly?) between colleges and, this, with comparable credentials of education and experience. I'd certainly like to see the Humanities (where I reside) brought up to some parity with not only other departments in A&S but across the board at SCU.
· As a private music instructor, our pay has been pegged artificially low by a percentage formula of a lecturer appointment. This percentage changes year to year. Currently I am paid at 13.3% of a lecturer's pay. This turns out to be $6000/year ($2000 per quarter) to teach 4 hours a week. Additional hours are paid at the rate of $500 per quarter for each additional hour I teach. According to National Assoc of Schools of Music standards (NASM) 18 hours of teaching is a full time tenured position. If I were to up this # from 18 to 20 hours/week for a full time equivalent position, my base salary pay rate is currently $30,000 per year. This certainly is not pay worth of the high cost of living in Silicon Valley. I have been teaching in the collegiate arena since [year], and at Santa Clara since [year]. I have a masters degree plus [number] graduate units in my instrument. Yet I am paid exactly the same as the faculty who has only a bachelors degree and has never taught previously at the college level. We are all paid exactly the same. Senior Lecturer pay amounts need to be made available to Private Music instructors. Some sort of variable pay structure only makes sense. Furthermore the base rate of $6000 needs to be higher. I know the State University System (San Jose State, Cal State East Bay) pay substantially higher amounts, and also allow for movement up the pay scale at an individual rate.
· There has been no conversation or discussion regarding compensation for any activities outside of teaching, and the only evaluation is for teaching, not service, professional development, scholarly contributions to the academe, etc. It doesn't matter how many articles in refereed journals I may publish, or how much service I do within my academic associations, I am evaluated on the basis of 2 questions on the student evaluations.
· The question of compensation for AYLs is of course a black hole. I teach seven classes a year with 40 students each, plus usually an overload class. Obviously I am doing this so that tenure faculty will not have to teach freshman classes. Does this make me frustrated and even angry? Of course. Do I feel like it is sapping my scholarly energy at a time in my career where I wish some school would invest in me a bit, instead of exploiting me to invest in other people? Yep. Every day I wake up with the sense that I desperately need to publish in order to have any hope of getting out of this position and having a tenure track job. But how can I, as I have between 80 and 120 needy students a quarter? Santa Clara is demanding that we be 150% time teachers, and yet the academic system as a whole demands that we be scholars if we ever hope to escape this system. It feels very much to me like a pyramid scheme. I have my Ph.D., and I've held on for three years and published major articles (I have published more than some senior faculty members), but I know if another year goes by, I will probably be de facto ineligible for a job anywhere else, and no I do not feel that I am being supported as a scholar by the University. SCU did not create this messed-up situation on its own, but I feel that it is also exploiting it.
· One should never consider teaching at any level for the money. That said, I invest twice the hours and received 1/3 of the pay of my corporate job. Role of NTT (non-tenured track) faculty should be considered as an integral complement to the TT faculty and paid accordingly.
· Compensation for AY lecturers is not commensurate with the cost of living in the bay area - particularly since there is no housing allowance like with the tenure track individuals. It makes staying at SCU difficult despite the many other positive attributes this school has to offer as an employer.
· AYL salary should have a merit component at the discretion of the department chair so that outstanding performance is reflected in the salary. The AYL salary scale should have incremental steps for each year of experience, rather than a single jump after a fixed number of years or courses taught. The AYL salary should include compensation for experience not directly related to instruction, but that clearly adds value to teaching, e.g directly applicable industrial experience.
· All professional development has been on my own nickel. I have been asked to be a student advisor with no additional compensation.
· The 7 course load and the expectations of ayls that they participate in committee work (not to mention teaching the bulk of the large lecture courses without teaching support) inevitably forces lecturers into a permanent second class status unless they have zero personal life and can somehow manage to continue to publish in hopes of a tenure stream position. Even for tenure stream 6 courses is a ridiculous load given the high expectations of publication the university sets forth. Also being paid 40% less than tenure stream faculty (class by class) is both economically exploitative and demeaning. Finally, do we really want the bulk of freshmen to be taught by underpaid and overworked lecturers? If I were paying the full price of the tuition here, I don't think I would feel I was getting a good deal.
· I say that my salary is comparable only because it compares to a nearby private institution. I recently heard a radio report on public school teachers in the Bay Area, and according to that report, their starting salary is the same as mine. That made me feel that perhaps my salary is not comparable to other post-secondary institutions.
· AYLs who teach full loads of classes are still compensated as part-time employees. This seems inherently unfair and unethical particularly those teaching loads of 7 plus which are equivalent to tenure-track faculty.
· With a masters and over 30 years of experience in my field--with almost 200 publications--with consistently superb teaching evaluations--I make $45,000 a year. I learned the following from a scholar/expert in university employment issues: "According to the Bureau of Labor Statistics in 2004, the mean wage for Bay Area faculty serving in lecturer ranks was $63,000." So something's out of whack for me, and may well be for others too.
· Once a university makes it explicit that lecturers are expected to engage in research and service activities (as is, I believe, otherwise quite proper) it loses any justification for paying lecturers differently than professors
· If you are going to expect professional development, student advising, committee participation and related non-teaching activities, they should be paid for or the pay scale for teaching should be higher to reflect those activities.
· I am active in several professional associations, but receive limited funding to attend conferences. I have also had to drop several professional associations, because I can not afford the annual dues. I feel I could be making significant contributions at these associations, but am unable to. I feel, though, the department does all it can to support me, financially, and surely personally.
· All faculty regardless of position should have more access to professional development funds. If the university wants teacher-scholars, we need funds to make that happen.
· Many of the [category of students] that I supervise make more money a year than I do. This is not acceptable unless you would like us to have other jobs which I do not.
· In a university whose mission is social justice, it is a matter of some urgency that compensation inconsistencies be addressed sooner rather than later.
· The college's new policies about re-bundling the AYL job to include service and professional development do so without fair compensation. They are attempting to extract more value for less pay rather than, as they claim, trying to support our development. If and when I get hired at a public college in the bay area I will be earning 150% of my current salary with equal benefits.
· As an AYL, I currently make 25% less than when I taught at the high school level, and 10% less than when I taught at a community college. The many years I taught at a college preparatory are not factored into my salary as relevant experience. The deans, for some reason, tend to think that teaching 18-year-olds [academic field] has no bearing on being prepared to teach 19-year-olds [academic field]. Apparently, pedagogy is only pedagogy when it works in the university's favor. How these deans can claim to pay on a level of comparable institutions is beyond me.
· I received more support for professional development as a graduate student from my department than I do at SCU. This campus rhetorically supports AYL scholarship, but does not back this up with resources.
Quarterly Part-Time Lecturers:

· SCU might consider providing CalTrain passes as Stanford does for professors and staff that live at a distance to reduce traffic and emissions. There is a tax incentive for the university to provide its employees with passes.
· QPT's should be able to apply for and receive funding on a case-by-case basis if the proposal is worthy. If this is the case I am unaware of it. This is especially true in departments like ours that have such a high percentage of QPT's and depend so much on their expertise.
· Qpt should get cost of living increase and some benefits.
· I approach this job as Public Service. Compensation is negligible and can be eliminated as far as I am concerned. However, it would be nice, if Parking was all paid for and not a hassle to setup up every time.
· We do it for the love not the money but a competitive compensation will increase the quality of the teachers.
· Hope to reduce the number of students registered in class to be eligible for department sponsoring a grader from 25 students to be 20 students.
· It would be great if QPTs were offered health insurance, or at least the option of 'buying in' to a group plan or something.
· Compensation is unsatisfactory.
· QPT's should get reduced fee parking permits and cafeteria discounts
· Part time lecturers should be allowed to take 1 SCU course per quarter tuition free for purposes of professional development.
· I am a doctoral student at [university] and a QPT at SCU. I am not eligible for reduced tuition -- would be nice to have even a small recognition.
· Part time teaching is no way to earn a living around here. I have other sources of income.
· Reduced parking fees and discount coupons for cafeteria would be very useful for QPT.
· Salary should be on the same scale as the UC system
· It would be nice for part timers to have the option of being included in group medical plans, even if I have to pay for 50% or more out of my pocket.
· Santa Clara has somewhat increased pay for AYLS and three-year people while greatly increasing expectations of teaching load and service. That doesn't seem fair. Again, other colleges offer QPTs free parking. As a QPT with years of experience, I am actually better off financially at Foothill-De Anza and they are only a community college, not a four-year college.
· The American university has to figure out how to employ non-tenure track teachers in more just ways. There is a place for people who want to spend more time on pedagogy and on being present to students than they spend on research. At SCU the notion of cura personalis is very present. QPT and AYL's can work very effectively toward that vision of education so that it is protected and nourished. They are positioned to take up features of legacy of the Jesuit community that will need to be filled as the ordained population shrinks.
· Part time faculty need access to benefits. Of course, health care and health insurance is vitally important. University professors, whether part time, full time, or tenure track should be receiving, proportionally, the exact same benefits. It is shameful for universities, like Santa Clara, to be "out sourcing" to local talent and then making these talented professionals into a second and lower class of faculty.
· I enjoyed teaching a class at SCU but the salary for teaching a single class is not enough to incentivize me. Stanford continuing studies pays $5000/quarter compared to $2900/quarter.
· When you move between categories of employment it's up to you to adjust your behavior. In my opinion the university enjoys more [service] than it pays for.
· As a QPT lecturer, I find the salary is not commensurate with the teaching work load. As a full-time senior researcher in the industry, this would represent a pay reduction. While I don't expect this to match the industry salary rate, I would think the salary should be somewhat higher than the current rate. Having said that, I do find a lot of satisfaction in teaching.
Senior Lecturers:

· I think if faculty (regardless of rank) want faculty rights they should accept the responsibilities of service (committee work, student advising, etc.). 

Renewable Term Lecturers:

· My teaching evaluations exceed departmental norms on both qualitative and quantitative measures.
· The high quality of students admitted is one of the main reasons I enjoy working and teaching here.
· No tenured faculty from my program have visited my classroom, though I've gained a lot from faculty development visits. If senior faculty are to mentor junior faculty, the time spent in this service should be compensated and directly acknowledged. My [administrator] has no course reduction--how can [administrator] possibly devote time to pedagogical development of junior faculty while running a growing program?
· It is difficult to say that lecturers are listened to in discussions of the curriculum when we are not allowed to vote on the new Core--in fact, on the very subjects we teach. This creates the two caste system that is endemic at Santa Clara: lecturers and QPTS become drones who can teach the basic skills of the CORE, but ironically, after teaching [number] students a quarter, the rest of the faculty does not see us as invested enough in the University--or capable of making an evaluative decision on the Core.
Academic Year Lecturers:
· While my teaching evaluations are at consistently very high levels, I have no sense that this makes a difference regarding any long-term commitment from the department or the university toward me. I teach well because I'm that sort of teacher, but it would be nice if the university acknowledged my contributions with incremental raises in salary and/or discussions of long-term involvement.
· I would prefer that my departmental responsibilities be reduced. Tenure stream faculty, whose salaries are higher, should be responsible for departmental work outside of teaching.
· Quantitative teaching evaluations are not done by students that I teach. There is no formal evaluation of my performance. No one has ever come and observed my teaching. I do not receive a written evaluation from my chair. Since our students do take [an academic requirement] which all faculty in my area attend, there is public knowledge of my teaching ability. In my case, there is one tenured faculty available at these [academic requirements]. In other [academic field] areas such as [academic specialty], there is no tenured professor present at [academic requirements], only [type of lecturers].
· I have been extremely pleased with the student response to my classes.
· I have never been informed of any faculty meetings and not asked for my input on the dept. curriculum. I am unaware of the opportunities to attend Senate meetings, participate in committees. I would definitely like to become more a part of the SCU community at the faculty level. I don't know what the qualitative teaching evaluation norms are in my dept.
· It is difficult to assess what my teaching evaluations mean since I get no feedback on them from the department.
· I'm happy to help do the University's work at every level, but it would be nice to know that there's at least some chance of the university investing in my work. I don't feel that they do at all, even though I like my fellow department members and chair; the problem is that the load is too high, and there is little sense of a future.
· Student evaluations are not evaluated in detail by Administrators. Lots of great insight is lost.
· Re 25(b) above: why not publicize exactly what dept norms are? Other institutions do. For instance, "the average score on evaluation item # [number] for undergraduate courses in the [academic unit] last year was X.X"
· QPTs should be admitted to the Faculty Senate if they work for the University for more than 3 quarters consecutively.
· I have no idea what the "department norms" are for qualitative and quantitative evaluations.
· This is my first year as an AYL, if I stayed longer or was on a multi-year contract I would wish to advise students.
· On attending department meetings: My classes are always scheduled at a time when the department has its meetings so I have never been able to attend. I understand in the sense that [specific time] is a good time for meeting, and still a good time for teaching students. On student advising: equity in pay is the issue. If AYL were compensated, then I believe it is fair. On constructing new courses. I have been at SCU for two years, and have constructed five new classes, and been asked to construct another. I asked for a year break, before I construct another new course -- just to get these well rendered.
· We are asked to attend meetings and be members of some committees but we do not have vote or influence in the decision making
· I have no idea what the dept. norm is, and no one has taken the time to explain such a norm to me. I wasn't given the results of my quantitative evals.
· Question #19 was badly worded. I have never been asked to advise students. I do not have a statement about my enjoyment of a job I have not been asked to do. Like everything else, this is an aspect of my job that has never been clearly communicated to me: that is, why have I not been asked when other AYLs have been asked? Like everything else -- whether or not we are able to teach the classes we request, and what the appointment process will be -- this process is mysterious and takes place without consideration of AYLs' discussion of the matter.
· My department decided not to "offer" teaching evaluations to AYLs. Can't be bothered, apparently. This is a department that routinely privileges those who teach [academic field] over those who teach [academic field]. Only the former are deemed worthy of the tenure track. The latter are not even offered feedback on their pedagogical efforts.
· My department is being jointly built by tenured faculty and AYLs. We AYLs provide more FTE than the tenured faculty, but have relatively little power.
Quarterly Part-Time Lecturers:

· When I receive course evaluation results they are very helpful, but I only receive these results rarely on a very hit or miss basis. 
· I understand that the senate is for tenured faculty, but considering the huge growth in non-tenured positions (esp. QPT's) some kind of non-tenure/full-time representation would be beneficial.
· While QPTs should 'form' departmental policy or direction, it would be nice to be included in the larger departmental culture and process at some level, if the QPT lecturer wants to be. As a QPT, without involvement you can sometimes feel like just a 'worker', not part of a larger purpose.
· I do much more than is expected of me; gladly and with a care ethic of students.
· I do not receive timely feedback from the student surveys.
· I've taught 3 times... never got the evaluations.
· Don't know what "department norms" are.
· I have mentored at least one student every year, and all of them have gotten into graduate school. Many I have taken to conferences.
· I very much like to meet with students and with faculty but I have only been able to do that because I teach very little. Asking increased attention and scholarship and also 7 courses is asking a great deal. Why not make the positions more flexible in terms of # of classes so that varying needs can be met? Don't senior lecturers teach less and earn more than term lecturers? How is that fair?
· Obviously, given the current remuneration to QPT faculty (I can't believe I earn any more than minimum wage, if not less), we are loath to take on any additional responsibility, like mentoring and meetings, without pay. I already look at my job at SCU as "community service," in particular the vast amounts of time I spend cultivating meaningful relations with students.
· To my knowledge, no teaching evaluations were given out. At least I wasn't given any to distribute and I haven't heard any results. That's a shame because I depend on that feedback to modify my teaching.
· Over the years (7) I have spent enormous amount of time mentoring students. I have not been compensated, or given an appropriate amount of recognition for that. I find that outrageous.
Senior Lecturers:

· The new core, if approved, will make things worse for me.

· I appreciate SCU having the Senior Lecturer position, since I fall between the cracks between Lecturer and tenure-track positions. Former Dean Pete Facione wanted me to move to tenure-track but I'm glad I didn't, and am glad that SCU hasn't phased out the Senior Lecturer position.

· I believe lecturers are treated better at SCU than anywhere else I've worked or than anywhere else people I've talked to at conventions say they're treated elsewhere, whether two-year or four-year institutions. 

Renewable Term Lecturers:

· This really is a great place to work, giving Lecturers a chance to voice their opinions and making sure that we are not creating a caste system is important for morale.
· Elsewhere in the country, I would probably be tenure-track faculty. The possibility of conversion to tenure will decide whether I can stay at SCU or not.
· I agree with the University's Mission, as it appears on paper. The problem is that it is not carried out; the University is run like a monarchy. Nepotism runs rampant, and certain people are rewarded or punished at will, regardless of the issues of academic freedom.
Academic Year Lecturers:
· Until longer-term prospects for employment in this class (AYL) become part of the SCU culture, morale among Lecturers will be sorely challenged.
· Yes I agree with the university mission, and if the administration actually followed that mission I would consider staying on longer and not keep looking for a position at a more morally sound university.
· I have been very happy at SCU for the last [number] years. As I mentioned earlier, I even though I am a seven course lecturer, I still have to take on [additional assignments], and work 2 other jobs to make ends meet. Obviously, if my base pay could be increased, it would decrease the chance of burn out, and I wouldn't be struggling so much personally. But I love the students, and I am motivated to work hard for them. I applaud the school for taking the time to ask the lecturers how we are doing.
· The problem is two fold. First, idea of separating out the staffing from freshman teaching from that of scholarship diminishes everything at the university. Faculty members start to care about the fundamental courses in their field about as much as they do about building maintenance. Students inevitably perceived that their freshman instructor is somehow subordinate as far as the university is concerned. Topically, there comes to be less connection between basic instruction and upper division classes, and this means less thinking is going on for either the faculty or the students. Faculty feel like their only real concern is research, and AYLs feel like their work is not valued. The second problem is that the load (# of students) is simply too high. Forty students is a lot, and it makes one wish one could just simply give the lectures once and then hold sections for the individual students. But I think in the eyes of the university there is supposed to be a gentlemanly myth that the required sequence is taught in a "small-group setting". I actually try to create that in my classroom, but it is exhausting, and I would so much prefer to have class sizes of 20 or be able to give my lectures once a day and hold sections with about 75 students for three classes, rather than 120. That's just too much to be able to keep quality up without destroying the individual teaching the classes.
· Best gig in the world. I truly love my work and the opportunity offered to me by Santa Clara.
· The current longevity requirement before applying for promotion to senior lecturer (9 years) is too long. A more reasonable length of time would be something like 3 years.
· Other than the academic curse of being a second class citizen in the institution, I love teaching at Santa Clara. I'd like to stay.
· I am in full support of the Jesuit and in this case, SCU's mission. Both of our children have chosen to study at Jesuit Universities. I am not sure where to put this, but regarding tuition exchange, it would be really helpful if summer teaching would be considered toward teaching the 75% after three years.
· I'm pretty happy in SCU. However, sometimes I feel that as a AYL my voice doesn't really count even though I have been here for [number] years. I feel we are here just to teach and, if needed, to do more without hardly any compensation
· I love my job very much and respect my colleagues a great deal. I feel supported and respected. The only thing I would appreciate is a bit more money given my experience and expertise in my field.
· The University does excellent work and that is very important to me. The Jesuit mission is key.
· #32 I agree with the mission and do not believe it is reflected at all in the treatment of AYLs and QPTs. Where is the social justice or plain fairness in our treatment when compared with correct practices already established across the country? Undergraduates are grossly misled about the situation. One of my undergraduates recently told me of the film he saw in which SCU was pleased to announce the percentage of women faculty here. What percentage of women faculty are non-tenure track? How many have no or little job security? That is a deceitful claim if it fails to give the big picture. It illustrates something: our service to the students and the university is made use of and bragged about. The way in which we're treated -- capriciously and without regard for our expertise and input -- is diametrically opposed to the way the university pretends to view our labor. I would write more but I must prepare for an interview I have this week for a tenure track job where I believe I would experience a much superior working environment.
· Both inside and particularly outside of my department I enjoy the community that I work with at SCU.
· I work here because my spouse is employed in Silicon Valley, and makes enough to support us both. An examination of a cross-section of lecturers here at SCU will reveal this to be a common pattern. We're here as lecturers because we don't have the opportunity to pursue tenure elsewhere, and SCU exploits that as if the administration has never heard about conscience, compassion or competence.
· I am committed body and soul to this university's mission. My commitment is supported rhetorically by the university community, but not with employment security. I often feel like I am much more committed to the university than it is to me.
Quarterly Part-Time Lecturers:

· I would welcome the opportunity to teach more and different types of courses.
· My situation is not typical. I left a wonderful teaching position as my wife relocated to the area for her job. It is too soon to tell where things will go at SCU as it is only my [number] year and we are still dealing with our move to the area as well.
· The university does not come down hard on cheating and students know this. It is very had to make students stop cheating in and out of class.
· I like SCU - I think it is great institution.
· I am Catholic and enjoy 'being' Catholic at SCU as opposed to my having to work at secular colleges where I do not have that experience. My background is good for SCU students; I am able to listen and mentor not only in academics but in regards to their ongoing peer/social pressures of drinking, drugs etc. This allows me great satisfaction in/out of the classroom as I feel I matter both in sound scholarship, and in caring humanity.
· We don't even have a mailbox!
· I joined SCU under unusual circumstances. When a QPT abruptly left SCU after [number] weeks of teaching, I was called in to help. I left my old job and joined SCU; that was my first time teaching at SCU. I taught [course and quarter taught]. Got great feedback from the students and excellent evaluations. I also told my Dept. faculty and Chair that I would like to teach the same course again. However, another person was brought in to teach the course in [quarter and year]. This left me very disillusioned. I was hoping that after rescuing the course and putting my heart into teaching it, and getting great evals, I would be reappointed. However, the new person taught [course]. Now I may not have the expertise to teach [course] but I do teach [course, a similar course] and I have always wondered why my appointment could not have been converted to a Full-time for teaching [two courses]. I also taught [course] in [quarter and year] and had excellent student evaluations and feedback.
· It would be helpful for adjuncts teaching in evening programs if there was at least one admin/office open during those hours. When problems arise (not frequent admittedly) it would be helpful to have someone to go to... even if just during certain times of the quarter (exams, course evaluations, etc.)
· I'm not aware of any University mission statement.
· [Department] is a great place to work if one has job security and opportunities to be promoted. The people here are very friendly and respectful. 90% of the Tenure-track faculty are willing to give their time and share there interests. Overall, I would love to work here full-time and round the year or minimum 3 quarters every year.
· I love the SCU campus and students. Job security would make the experience here less stressful
· I love the collegiality and inclusiveness of my department. I find evaluations onerous and not very helpful. Sometimes I don't read them because after I've exerted tremendous effort, it stings to be dismissed or unfairly critiqued. Fear of bad student evaluations is a continuing burden especially for a QPT who is essentially graded on them alone, yet often given the most disliked courses.
· SCU administrators have treated me with care, respect and professionalism.
· I would hope, given SCU's mission, that the university will commit to working AGAINST the current American academic tide of outsourcing teaching to non-tenure track and adjunct faculty. So far, I have only seen adjunct faculty increase in my department over the past few years. This is sad....
· The [academic unit] is under the impression that enrollment is a problem. However, there is a deeper problem of a general lack of attention to detail, administrative slipups, and a lacking sense of community. They need staff to be working before and after hours to serve students and faculty. This is not debatable.
· I enjoyed teaching at SCU but the compensation was not worth the amount of work. Key factors for improving adjunct teaching experience: clear administrative instructions for how to get access to eCampus and email, how to get your class roster, etc. I imagine the other adjunct faculty have day jobs like I do so that I am unable to attend meetings during regular work hours (e.g., with the Dean to discuss teaching improvements).
· Individual senior faculty members can make a lecturer's professional life very difficult. I have been treated very badly by one senior faculty member, yet respectfully by others.
Senior Lecturers:

· I think being a sr lecturer has been a perfect position for me. I think the university should try harder to create more sr lecturer and tenure track positions. I have been amazed and disheartened by the waste of time and resources and good will that has resulted from three years of complaints from the contingent faculty, and my sense is that even with all of the changes and support, they are still unhappy. I am also surprised that they did not take advantage of the faculty development money and activities we offered this year -- which seems odd to me. It seems clear that we need to reduce the number of contingent positions.

· Once people reach the level of senior lecturer, there are no more promotion possibilities. I would like to see this changed to a system where upward movement is possible, based on individual performance.
· No concerns.
· My concerns are about work load. The university should have clear specifications on how many courses a Senior Lecturer should teach and our salary should not be based on the courses we teach. The university should honor what is written in the Faculty Handout. Senior Lecturers and Faculty should teach 7 courses and be able to request course release for service.
· The University and departments should work on treating senior lecturers more consistently.
Renewable Term Lecturers:

· My position changed from [type of appointment] to a lecturer [year]. [With administrative changes], I am still finding out what this means. I think meeting with an HR representative each time your position changes would be good as there are questions that probably they could only answer correctly. If I was overly concerned about anything I would certainly contact HR. I am confident that the University, the College and my department are all always looking out for my best interest. I do have a great deal of job satisfaction.
· SCU needs to continue to research hiring practices at benchmark institutions in order to attract the best faculty members possible. Often I feel that the university is behind the times in accepted, equitable hiring and contracting processes. Professional and faculty development support for 3 year lecturers has been outstanding in my 3 years at SCU. The hiring and contracting processes, however, have been unnecessarily messy and debilitating for administrators as well as faculty. Clarity, transparency, clear expectations, a clear vision in terms of attracting and keeping professionally competitive faculty are needed from the administration in this transitional and important time for the university. Renewable lecturers hired by national search need the opportunity to apply for senior lecturer status and conversion to tenure-track positions, or need to know to seek greener pastures...
· The conditions for "promotion" to senior lecturer remain very unclear. The "requirements" are fairly clear in terms of years of teaching and expectations of performance and service. The problem is that a candidate may meet the requirements but still be denied promotion. A much clearer policy is needed.
· I worry about the Dean's Office and how it puts undo emphasis on teaching evaluations as the basis for renewal.
· It's never been clear to me if I'm eligible for a merit pay raise and, if I am, who would make that determination. It's also never been clear to me why I need to reapply for my job every three years, despite stellar peer and student evals. I'm not necessarily saying I disagree with the system, it's just that no one seems to know what the system even is.
· I have to teach too many classes [example] to get by, and that undermines my ability to do research.
Academic Year Lecturers:
· I think it's difficult to work within a position (AYL) that entertains so much variety. In other words, I have a strong record in publication and teaching and have taught undergrad and grad students for over fifteen years, and yet I hold the same rank and compensation as a struggling Ph.D. student who's new to the college classroom. It seems to me that the lecturers at SCU, of whatever professional achievement, are shoe-horned into a category whose attendant (if not principle) design is to save the university money. This is demeaning and demoralizing. I would also say (and here I speak from the perspective of having once been a tenured Associate Professor) that Lecturers at SCU are in a bind: if they want to upgrade their academic performance record through funded research for publication, they're almost always at the bottom of the list for in-house grant support. Several times over the last three years I was told I could not compete for quite a few university grants or, if I could, that I'd lost out since the monies had gone to tenure-stream faculty. In the midst of this particular inequity, lecturers at SCU have to teach a lot in order to make ends meet. More time gets spent in the classroom (including summer sessions) with less possibility of publishing ourselves out of this catch-22. I think we need some honest help from the university with a system of lecturers that matches the overall performance of the person involved rather than a blank classification that admits of no distinctions. Included in this would be more in-house research support for which lecturers, *specifically*, could compete.
· I like the flexibility that being a lecturer brings. I believe I am a better instructor when I am not weighed down by administrative departmental responsibilities. I think the salary disparity is too great between tenured/tenure stream and lecturers. Either lecturers should be relieved of all administrative duties, or the pay should be increased. But again, all in all, I am happy with the way I have been treated.
· A survey needs to be done comparing the [academic discipline] pay with other institutions in the Bay area. Currently, we are not paid equally with other schools in the area. The [department] consists of the following: [list of faculty by contract type]. [Description of events in the department.] Part of the problem here is there are not enough full time faculty to spread the administrative work load around. Further, part time [department and contract type] are specifically NOT invited to faculty meetings determining policy and direction of the department. When there are policy changes they rarely filter down to us. The circle needs to widen by listening to the very competent faculty already hired into the department, and by having more tenure level faculty to share the administrative burden. [Recommended change.] The current 'continuing' faculty [description of faculty] do not have broad experience in how other [departments] operate. [Specific recommended departmental changes.]
· It would be nice to convert AYL in multi-years contracts. The multi-year security will strengthen our ties to the department, the students and the university. In addition it would allow us to finally see SCU as a permanent home.
· I have many concerns but there doesn't seem to be a forum to address them, particularly about job security, evaluation, and compensation. There is no meeting of lecturers within the department or within the school, and conversations with the tenure track faculty involve a conflict of interest. How are tenure-track faculty's teaching evaluated? What is truly confidential on this small campus? Where can we have honest and open conversations about working conditions, job security, etc., without jeopardizing our jobs?
· It is self-evident that all of the universities in the country should simply appoint more tenure-track faculty and not create this abominable system where lecturers are working as if they were tenure track faculty. Lecturers in my opinion should have the same load and salary as faculty members to prevent the university from being tempted to exploit the system. The only difference between faculty members in the tenure-track stream and those not should be the possibility of guaranteed long-term employment with this university. Any other approach cheapens the intellectual life and professional possibilities of all concerned. Santa Clara should adopt this policy, publicize it, and encourage all members of the WASC and AAUP to agree to do the same.
· Inequities in NTT faculty compensation among Colleges and Departments. Having to pay for parking. Need an office where I can speak privately with students. Five in one room is unproductive. Other than that, teaching at SCU is the best career I have had. Thank you so much.
· As stated previously, I have generally been very pleased with SCU -- including quality of students, fellow faculty, dept chair, fairness of university and school policies, etc. At the same time, I would like to see a higher base salary per course, annual merit increases if warranted by my performance, and COLAs. I already have full medical and dental coverage, so it would seem fair for my SCU income to reflect the fact that I cost the university no premiums on my behalf. Finally, I appreciate SCU's assistance in offering subsidized rentals to adjuncts. However, why are adjuncts not eligible for 2-bedroom apartments, as tt faculty are? And why not some help with housing purchases, as for tt faculty, at least for adjuncts who have been teaching here for, say, three or more years?
· My department needs more tenured positions to shoulder the load now carried by non-tenured, non-senior lecturer faculty. Non-tenured, non-senior lecturers are doing the same work as tenured faculty for significantly less pay and job security.
· I am extremely tired of reapplying for a position I have had for more than a decade, and for which I know my department will need me. I have proven myself a valuable member of my department and the university. I believe I should receive a more permanent position here, if I want one. I am not alone in this situation and feel that most of us in this precarious situation should be affirmed and asked to occupy more permanent positions.
· There should be a position of "Adjunct Professor" for lecturers with a Ph.D.
· Better communication
· My concern is the promotion to senior lecturer. I have taught at SCU for [number] years as a full time lecturer. I also have taught [number] courses for the summer program at SCU for the last [number] years. In addition to providing service work and a very time consuming [additional assignments] for all those years, I managed to be active in [name of field] of research while publishing papers and attending major conferences in order to advance myself professionally. Some sort of promotion to my position is definitely important and rewarding to me. I am now facing another round of application for the one-year position as advertised. I don't know when and how to apply the senior lecturer position. I hope the university procedures to senior lecturer and such promotional opportunity can be easily accessed.
· Over the last several years, whether or not positions would continue have been announced later and later in the quarter - i.e. this information was known and searches would begin early in the year (Jan/Feb), now this information and searches do not get announced until late in the spring quarter (April/May). This puts QPTs and AYLs in precarious positions as to whether to pursue positions at other institutions in good faith or to wait to hear what may happen at SCU with no substantive information on if a position is available and if they are qualified/eligible for renewal. I believe this is one of many factors that continues to add to the problems for non tenure track faculty as well as the departments and students they serve.
· It would be great if the school could help and support finding an inexpensive place near school. It is impossible to rent near school unless you are a full time.
· Housing costs in this area have to be factored in when the university considers employee satisfaction. My hope is that the university can provide more financial or other help for those to whom this is a great burden. And that includes faculty who've been here a long time. Hiring and retaining quality people requires this kind of support, it seems to me.
· Given non-contract service and other non-compensated activities, some AYL faculty can be given the equivalent of tenure with multi-year contract or other confirmation of job safety. Tenure-like processes can be created or tenure-like criteria can be determined. Pay & benefits need not change. Rank need not change. Merely the knowledge that they will have a job next year will have a very large positive impact on morale.
· I am up for renewal in [quarter and year], and would like to know the factors that will go into a decision about a rehire in [quarter and year]. For those of us who have many years teaching and highly rated teaching evaluations, and are active in the professional field, I would like to see senior lecturer be offered after six years at SCU. UC Berkeley does not have two categories of lecturers, but does offer "security of employment" after six years -- which is a supportive move. The salary scale should be reexamined and compensated in light of the cost of living in the Bay Area. Parking, for QYL/AYL, particularly those who travel long distances should be compensated. For those of us who are AYL at SCU with some security of employment, and active professionals, it would supportive to have SCU business cards.
· Yes, I have to reapply for a job that I do consistently well. Solution: Move toward a defacto renewal or a strong expectation of renewal based on performance. I would like to continue as a contracted part-timer (6 courses a year) but will have to either teach 7 courses or drop to QPT and loss benes (after reapplying again of course). Both of these options provide undue stress on my family life/responsibilities. I think a 7 course load for [academic field] instructors is totally unreasonable. Teaching 3 [academic field] courses in one quarter is inhumane and diminishes students' quality of education. Instrs. should be given one [academic field] course for 3 course quarters.
· I understand what the administration needs from me--I'm "good value." I supply a need at a low, low price. That's fine with me. However, I don't have a clue what the [department] expects, desires, needs from me. The [department] faculty often come across as unfriendly or aloof--there's a specter of entitlement which informs (literally, forms in...) and animates some members more than others. [I'd feel more at home in [academic unit] since I'm conversant with the disciplines--not subspecialties--of [various academic fields].] I have reapplied [date] as an AYL, yet I don't even know if there is an interview process like last year's (am I to be interviewed as a new candidate?)...Sadly for SCU, there are simply too many concerns to list and enflesh in this wee box... I've never known such a hierarchical department--I'm afraid too many tenured faculty are a large part of the problem (they seem to rather enjoy their entitlement, in my opinion), which makes it rather silly to attempt significant change--until they understand they are part of the problem as the saying goes, nothing can really change. I'd like to teach full time as a lecturer, work on my [scholarship]; I'm not interested in tenure or a senior lectureship; I'm interested in a secure renewable appointment based on my performance which serves my needs--and an AYL position would serve my needs if it were secure. I do however believe that everyone should have to compete for these positions annually--as many employers know, seniority never fully translates into best value.
· I have decided to leave Santa Clara because the number of students in the program for which I was hired is seriously declining and I feel the program is not being [run] in the way it could be. I had hoped it would give me an opportunity to [achieve a goal], but that does not seem to be a goal supported by the program.
· Yes. 1) Have fair rates of compensation. 2) Have a structure for secure positions and promotion. 3) Communicate and mentor those through the process. 4) Make sure that people are clear about the requirements and expectations.
· Women faculty at SCU are disproportionately members of the non-tenure stream ranks. This is a situation well within the administration's power to rectify, not by hiring outside people but by promoting inside people. It's a deplorable situation. The fact that the women's faculty group does not acknowledge this (in fact it seems to be in a state of denial about it) and the fact that SCU is misleading future students and their tuition-paying parents about this situation while deliberately not taking steps towards improvement is scandalous. I came here with a very optimistic frame of mind about this university as well as its Jesuit mission. I work here with anything but an optimistic frame of mind with regard to the institution. My excellent teaching is enabled by my ability to relate to my students as entities entirely separate from this institution who have no idea what's going on here in terms of faculty labor. It's not my job to enlighten them or their parents either. The fact that the administration at all levels takes advantage of this and has demonstrated deceit and disrespect in their dealings with me and my peers has caused me to seek employment elsewhere. This is not because "I do not enjoy teaching at Santa Clara" or "it's just not a good fit" or "these jobs are just designed to be temporary anyway." Anyway, I'm just doing what I was told to do before I applied for this job, by the chair who hired me. [The chair] said in nearly these words, "Well, I hope you applied to Stanford, because we can't offer you any job security here." What would Santa Clara do if the cadre of lecturers exposed the hypocrisy regarding faculty employment that is so deeply entrenched here? I have told my family members and friends not to send their children to Santa Clara, because it is not what is appears to be.
· I understand that [administrator] will not accept anyone becoming a Sr lecturer in [academic unit]. That appears to deny people the chance to receive some benefits that only Sr lecturers can obtain. This [academic unit] policy seems unfair.
· The faculty senate has recently gone out of its way to disenfranchise lecturers by keeping those who teach in the core from voting on the new core. The new provost--who for a very short while was a source of hope--has only served to disappoint. The deans talk in circles about such things as senior lectureships. My senior lecturer application, should I make it that far, will be handed to the deans by an attorney.
· Yes. SCU needs to have a transparent process for according appropriate AYLs with some kind of job security. It doesn't have to be tenure, but qualified AYLs should not have to spend so much time and effort worrying about their future. This is needed to be fair to the AYLs but also to build program continuity. I hope WASC identifies this as a challenge for this university, because this is how it looks from my perspective.
Quarterly Part-Time Lecturers:

· My [course] in [academic quarter] was cancelled because it had only 5 students. I wished the department had better planning by reducing the offerings earlier so lecturer like myself didn't have to prepare for a class which doesn't fill up due to low enrollment.
· I believe SCU should eliminate QPT positions altogether. I believe QPT positions are unethical and exploitative, because of the low pay, the professional uncertainty, and the lack of critically important benefits, such as retirement and health insurance. SCU should offer, at the barest minimum, one-year, renewable appointments with benefits.
· I am satisfied.
· Opportunities for OPT for accommodating benefits (i.e., student tuition for self or family member by modifying 3 year full-time requirement to 6 QTP, medical, etc.)
· It is very hard for me to plan my schedule from quarter to quarter because of uncertainty in what kind of up coming appointments I will be offered. I would welcome the opportunity to teach more, however the compensation for a [type of course] is so low that it reduces my teaching of this kind to "hobby" status, because the compensation just pays my expenses and is in no way a "living wage" in Silicon valley today. I teach first and foremost because I enjoy the experience. Also, there are intangible benefits, in that my teaching experience often leads me to new consulting positions. Also, I have had 40 plus years of experience in my field, and my teaching experience provides me a means to "give back" to the young people who are coming up in the field.
· Departments that depend on so many part-time and non-tenured people are at a serious disadvantage. Yes, there are short-term financial benefits, but long-term there is lack of departmental stability and curricular cohesiveness, and the students are not well served by the possibility of a faculty "revolving door" policy. How are QPT's supposed to be committed to their student's needs when they are only there "temporarily?" It creates a situation wherein the part-timer is "put upon" to extend themselves administratively and personally to the students and department - leading to resentment. How can you turn down a student's request for additional mentoring, but you do not get anything tangible in return for the time and energy expended. This situation should be the exception, not the rule for running academia. The strategy is cutting one's nose off to spite oneself.
· My position will always be part-time as well as on an as needed bases. Because of this situation, I am looking for opportunities (full-time and permanent) elsewhere. I can not survive economically in my current situation.
· N/A.
· I am [academic title]. I am a retired [occupation] and teach because I enjoy it and want to give back to the community. The pay is secondary to me however it should cover more of the costs of travel and parking.
· I would be nice to have departmental workshops for all faculty, tenured and lecturers, at least once per year.
· Yes, a lot. I have the feeling the department's chair and dean, are not informed what performance I have and reluctant to recognize. As well not with a simple email or letter. I am really disappointed
· No. I am satisfied with what the department has offered me so far.
· My answers may be a bit skewed since I am [occupation] and also have decided, after teaching the same course for [number] years, to discontinue teaching.
· After teaching the same class on a regular basis for 3 or 4 times, I would like to have a commitment to teaching it on an on-going basis.
· I was dropped from spring quarter; I am 'on' the summer schedule. I do a good job but there is always the uncertainty. Where I fully understand the life of an adjunct, and my department (especially the Admin) is better than most places I have worked, I do not have a clue as to future quarters and whether or not I will continue to work. Conversations are nebulous at best; mixed messages. I am appreciated but I would say I think it is because when I am needed they are glad I am there; there is an ethical element to the whole thing that is questionable.
· I would like better communication about the class I teach and what is happening from quarter to quarter. More lead time would be good.
· I would like to know whether my contract is going to be renewed next year? I was initially asked by the Dept. Chair whether I would like to teach in Summer (reduced time, reduced salary)--I agreed. Later [chair] told me that they found a full time faculty who could do that and they don't need me in Summer. [Chair] also mentioned that SCU prefers that the Department give a priority to the full time faculty over a QPT. I am really surprised by this approach. It does not make sense to me. I have taken the efforts, already taught the course twice, have all the expertise that you need for teaching this course, yet some full time [department] faculty is preferred over me? SCU does not need faculty with specialized training in the topic? Student evaluations and the efforts taken in designing the entire course don't mean anything? It is not a good feeling to be thrown out after doing a great job. There is no reward/award method for QPT either. I like this department, most of the faculty and the administrative staff here is awesome. It feels bad that I will not be able to come back next time. That's all.
· As a long time adjunct I have taught a variety of subjects within my qualifications. However, it seems that when I do a particular course well I get tasked repeatedly to do that same course over and over. This helps with the "job security" issues, but at the same time it would be enjoyable to have a change now and again (within my skills and competencies of course.)
· No.
· Just the uncertainty of the year to year appointment. Would be nice to have multiple year agreement.
· I always feel a little awkward about being part-time, like I'm sort of part of the family but not really. Nothing to be done about that. I'm very happy with the teaching opportunities that SCU provides. I was very pleased that the Dean gathered us recently to discuss things.
· I feel that as a lecturer, I teach at the pleasure of the department. I would love to have stronger ties to the department and division. I would love to the dynamic of competing for senior lecturer positions.
· I have loved teaching and I have never argued about the pay/pay scale. In my culture teachers do not negotiate. However, I wish SCU/[department] recognized and/or rewarded my dedication to work, and my extra efforts by giving me more opportunities to teach. If I am not an expert in a field, I don't mind getting the necessary training. QPT always leaves you wondering what's going to happen next.
· Inform QPTs about re-hire for future terms
· QPTs are almost invisible and are least fairly evaluated and have no security at all. I'd like to see each QPT be assigned a mentor in the dept. to help him/her learn of resources and be supported. I think continually applying for the same position is demeaning. We don't get more value from a constant flow of un-oriented people. What if admin had the turnover faculty have? Would that be good? I fully believe deans, chairs, provosts, etc. at SCU are good and well-intentioned people but some of their actions can have disastrous consequences in the economic lives of lecturers. Time at SCU should be counted a positive, not a cipher.
· I have enjoyed the teaching for the past [number] years. The environment in the [department] is absolutely collegial. I feel very welcome and a part of the department. I have enjoyed putting together the [academic activity] that I was asked to organize by the department chair and the attendance was more than adequate to reward me for the extra efforts it took.
· University gave me [academic title] which was the primary reason I took a cut in pay and accepted the position at SCU. Then [administrator] took title way and required participation in national search. Later [administrator] restored title. [Administrator] promised title was permanent. To be subsequently overruled by [administrator] who took it away again. This is not in keeping with the SCU's ideals.
· I am very committed to Catholic education and the Jesuit charism. I would hope that there was a way for that to truly be a calculus in who is hired. I have worked at a Jesuit institution where the University said that the mission mattered for hiring and retention and that was not the case. I hope that my experience of SCU so far runs deep into the fiber of the university. It matters to [administrator] that I am committed to the charism.
· My position is insecure. I have no idea if I will be teaching here next year. So, I have started looking elsewhere to be sure I have work every quarter.
· I feel like getting support is difficult after hours when I need it most. I don't feel like anyone cares about the effort I put into my class other than my students. When I walk around the [department], it seems bare and lifeless. I have offered to assist several [department] professors in research at no cost to them. Only one of their students took me up on the offer. I was expecting a better reception that that. What kind of academic/research institution is that? I also forwarded [academic opportunity] to faculty only to be told it wasn't a priority. Hmmmm. This needs to change, faculty must be more proactive when opportunities walk in the door.
· Most of the previous question/comments can be classified as personal opinions. The bottom-line is the university has to keep qualified instructors who can continuously improve their teaching skills and research to bring fresh ideas to campus and therefore you need to keep methods of evaluating AYL performance so they do not fall into a stagnant performance.
· I am a QPT. I understand the limitations of the position and the needs the university has to consider issues of which I am completely uninformed. I have enjoyed my time at SCU and believe I have made a worthwhile contribution. If it ends tomorrow, I will feel good about the experience. I'd like to offer more, but have limited time and with little commitment from SCU I am not inclined to increase my commitment without bound.
· Not really. I have been treated very well over the years, but also believe I have provided very high quality and needed instruction in vital areas of the [academic unit] program. It has been a privilege to be of service to the university and the students.
· There is no interaction or communication between QPT lecturers and the department chair. This lack of communication prevents discussions on how to improve quality of teaching or to allow the QPT lecturers to be more actively engaged with the school and the department.
