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ABSTRACT 
 
The challenges of a rapidly changing society are acutely felt in many domains 
including higher education, and strongly persuade the universities to focus on the 
quality of their faculty and to offer them appropriate opportunities for professional 
development. But, the efficiency of any institutional faculty development program 
really increases if it addresses the specific needs, knowledge and priorities 
expressed by the teaching staff. Therefore, the present study shows the results of a 
survey on faculty development needs assessment, conducted in 4 Romanian 
universities. The findings show differences in the professional development needs 
perceived by different subgroups of faculty. Early career teaching members are 
more oriented towards teaching skills improvement and development plans, while 
tenured faculty are rather interested in their research skills development. Besides 
this, faculty members from social science departments tend to give a higher rate for 
teaching development strategies than their colleagues in science fields. The study 
highlights that the content of the faculty development programs must be adapted to 
the specific needs of the faculty subgroups, according to their professional goals, 
their career trajectory level, teaching experience, or their specialization department. 
 
KEYWORDS: quality assurance in higher education, teaching staff needs, faculty 

professional development. 
 

The dynamic and radical changes that characterize the contemporary 
society are vividly revealed in higher education as well. Therefore modern 
universities emphasise the need for well-trained teaching staff and, implicitly, for a 
culture of quality teaching. Following the rather worldwide phenomenon of 
educational expansion (Eurostat, 2007), during the last two decades, the Romanian 
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higher educational system tripled its total number of students (Romanian Statistical 
Yearbook, 2005). The expansion of higher education gives rise to more sustained 
efforts in lecture/seminar delivery as compared to the elitist teaching (Boyer, 
1990). Working with larger groups of students and meeting the learning needs of a 
growing variety of learners, with different background, experience, age (Keller, 
2001), and expectations, require faculty members with well developed teaching 
competencies.  

In order to meet the objectives related to the enhancement of the quality of 
teaching in higher education, there is the need for individual or institutional 
initiatives focused on the instructional improvement. Reviewing the literature, 
Menges and Austin (2001) identify five categories of methods or programs 
implemented within universities, which contribute to the development of faculty 
professionals: (1) Individual developmental strategies (critical reflection upon self 
performance, portfolio preparation, teaching diary method, conducting research); 
(2) Strategies which involve regular feedback from students, interpretation and 
management of the results; (3) Strategies involving fellow academic staff 
(mentoring programs, peer-reviews); (4) Institution coordinated programs 
(experience exchange, workshops, seminars, sabbatical year, centres for teaching 
and learning); (5) Programs promoted by external qualified persons, such as 
teaching associations.  

The content of the professional development programs and the 
competencies they address depend on several factors, such as the specific needs of 
the teaching staff, the needs of the students, the educational paradigm, the mission 
and orientation of the university. Referring to the evolution of professional 
programs along time within the United States area, Gaff and Simpson (1994) 
showed that in the early 20th century the development programs aimed to support 
the faculty members in becoming experts in a certain discipline. According to this 
purpose, universities established the sabbatical leave, and encouraged faculty to get 
involved in research programs, or to participate at professional conferences. A shift 
from the research orientation focus to the quality of teaching occurred around the 
1970’s. Universities elaborated instructional programs which aimed at the 
development of the faculty members as teachers. The more recent development 
programs in higher education move beyond addressing the faculty needs as 
teachers, to a more comprehensive approach, which addresses the whole range of 
roles the faculty plays within universities (Åkerlind, 2007; Wilkerson & Irby, 
1998). The field of faculty development has rapidly expanded (Bowman, 1993; 
Weimer, 1992), and proved its utility for increasing teaching effectiveness.  

Analysing the type of activities included in the professional programs 
offered by the teaching members of ninety-four educational institutions, Hellyer 
and Boschmann (1993) revealed that the most frequently used elements were 
workshops, individual consultations, and resource centres. Nevertheless, most of 
the teaching training or professional development is usually attained only through 
on-the-job experience and formalized in-services, which emphasises the need to 
meet the increasing demand for quality teaching through the implementation of 
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alternative professional development programs (Erklenz-Watts, Lynd-Balta, & 
Westbay, 2006). 

 Besides factors such as the resources invested by universities for 
enhancing the quality of teaching, the value assigned by the institution to its 
faculty, or the colleagues’ support (Foley, Redman, Horn, Davis, Neal, & Riper, 
2003), the success of the instructional development program also depends on the 
congruence between the content of the program and the specific needs of the 
faculty members. The professional development programs are more efficient when 
they meet the teaching staff’s knowledge and priorities (Cochran-Smith & Lytle, 
1992). Understanding faculty members’ development needs and their academic 
career objectives is a key element for an efficient development program (Evans & 
Chauvin, 1993). For this reason, an important step in designing a development 
program is to identify the faculty needs for professional improvement.  

Anderson and Olsen (2006) found that faculty’ perspectives on their needs 
and their own professional development are influenced by four factors: their 
development stage in the career cycle, the external institutional framework, their 
concern for accessing collaboration opportunities, and their willingness to assume 
new responsibilities. The development needs change according to the career level 
attained by the faculty (Wilkerson & Irby, 1998): junior academic, pre-tenure, and 
post-tenure. Related to these findings, the instructional development programs 
implemented within universities address the whole range of the teaching staff, both 
the early career academic members (Austin, 2002; Boice, 1992), and the most 
experienced faculty (Romano, Hoesing, O’Donovan, & Weinsheimer, 2004). In 
addition, for a certain academic title, the development needs might also vary, for 
example, when teaching staff attain a leadership position (Wilkerson & Irby, 
1998).  

 
 The present research represents the first stage of a more complex process 
of designing a faculty development program, which address the specific needs of 
the teaching staff in Romanian universities. The development needs assessment 
survey presented in this paper aims to attain four main goals:  
 
1. To identify the individual professional objectives of faculty members, which they 

believe to be most relevant for their academic career at that moment.  
2. To determine the university teaching staff preferences for certain activities and 

strategies, which would support them in achieving their main development goals. 
3. To make comparisons between the faculty priorities regarding their teaching 

development and the students’ feedback, as indicated by the results of the 
students’ rating of instruction.  

4. To offer a comparative perspective of the teaching staff needs in Romanian 
universities versus faculty needs in other international higher education 
institutions.  
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METHOD 
 
Participants 

For this research we chose as sample both public and private higher 
education institutions, according to several criteria: institutional mission and 
orientation, geographical area, size, national prestige. The obtained data allow 
comparative analysis of the particularities of the faculty development needs in 
various Romanian higher education institutions.  
 Four universities were selected as research sample: one large, public, 
general higher education institution oriented towards teaching and scientific 
research (University 1); an average sized higher education institution, oriented by 
its mission towards scientific research and training the students as professional 
specialists, aiming to become an entrepreneurial university (University 2); a rather 
large general higher education institution from the western part of the country 
(University 3); and a relatively recently established small private university also 
situated in the western part of the country (University 4). 
 A total number of 570 questionnaires were filled in: 329 from the 
University 1; 148 from University 2; 42 from University 3; and 51 from University 
4. The response rates ranged between 30 and 40%.  
 
 Materials  
 For designing the instrument of assessing the development needs of the 
teaching staff, we reviewed the available literature focused on academic needs 
(Elser & Chauvin, 1998; Foley at al., 2003), and used the data obtained from 8 
exploratory qualitative interviews with differently ranked faculty members, from 
departments with different specializations (Opre & Opre, 2006).  
 The assessment instrument of the development needs followed the 
identification of the relevant purposes for the faculty professional development and 
the identification of the activities believed to support the achievement of the main 
purposes. The first part of the questionnaire contained a set of goals rated on a 5-
point Likert scale. The respondents ranked their first 5, most relevant goals. In the 
second part of the questionnaire the faculty chose 10 of the activities they 
perceived as helpful for attaining their goals (Opre & Zaharie, 2007), and in the 
third part, they rated on a 5 points Likert scale a set of activities necessary for their 
development as teachers. The Cronbach’s α coefficient value was 0.81, which 
indicates good reliability (Field, 2000).  
 
Procedure 
 Between 200 and 900 questionnaires were delivered to each university, 
according to the number of faculty members. We used an alternative way of 
questionnaire distribution (Bryman, 2004) through the means of the secretarial 
offices, where we sent the questionnaires, and where the faculty members returned 
them.  
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 In each university the questionnaires were sent to a wide range of 
departments with different specializations, so that the final sample included 
teaching staff from sciences, natural sciences, engineering, IT, social sciences, 
humanities, and sports. Because all the universities participating in the study were 
rather general higher education institutions, 70% of the returned questionnaires 
were from social sciences and humanities.   
 Another objective of the research was for the sample to include teaching 
staff that occupy different rank positions within the university. The response rates 
across academic ranks were: 17.01% professors, 17.7% senior lecturers, 27.01% 
junior lecturers, 28.94% junior assistants, and 9.1% doctoral students aiming to 
enter the teaching profession.  
 
RESULTS 

 
Faculty professional development goals 
 

Data were analysed for the total group of respondents, for subgroups by 
university, by department specialization, and by tenure position status.  
 With regards to the assessment of the importance given by the respondents 
from the 4 universities to the set of professional targets entailed by the 
questionnaire, the goals which rendered the greatest relevance for professional 
development are: “the detailed knowledge of one’s own line of specialization” 
(mean 4.62), “teaching skills improvement” (mean 4.51) and “the improvement of 
my performance in publishing/presenting the results of scientific research” (4.47). 
The objectives rendered the least importance are: “my promotion to a leading 
position” (mean 2.52) and “the improvement of my managerial skills” (mean 3.57).  
 
Table 1 
 Mean average obtained at each university for the development goals rating 
 

 University 
1 

University 
2 

University 
3 

University 
4 

1. My participation in as many scientific 
external mobilities as possible. 4.35 4.41 4.60 4.51 

2. My participation in as many teaching 
external mobilities as possible. 3.99 4.11 4.00 4.03 

3. The improvement of my teaching 
skills. 4.49 4.59 4.20 4.50 

4. The improvement of my performances 
in publishing/presenting the outcome of 
scientific research. 

4.49 4.46 4.40 4.37 

5. The maintenance of teaching 
enthusiasm. 4.40 4.50 4.40 4.50 

6. The increase of my scientific 
productivity. 4.38 4.61 4.50 4.35 

7. The improvement of my research 
skills. 4.41 4.52 4.40 4.33 
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8. The improvement of my skills in 
organizing and leading scientific grants. 4.03 4.34 4.50 3.90 

9. The detailed knowledge of my 
specialization branch. 4.63 4.60 4.56 4.64 

10. The development of expertise in my 
teaching field. 4.22 4.38 4.30 4.00 

 11. The increase of cooperation with 
practitioners from my field. 4.35 4.39 4.20 4.30 

 12. The intensification of inter-
communication within the teaching board 
(exchange of ideas, experience, results, 
problems) in regard to the scientific 
research. 

4.34 4.24 4.00 4.15 

13. The intensification of inter-
communication within the teaching board 
(exchange of ideas, experience, results, 
problems) in regard to the teaching 
activity. 

4.18 4.09 3.70 4.00 

 14. The improvement of my managerial 
skills. 4.46 3.85 3.40 3.59 

 15. My professional advancement within 
the University. 3.97 4.20 3.90 3.92 

 16. The appointment of a teaching 
position within the university. 3.65 4.01 3.70 3.87 

 17. My promotion towards a leading 
position. 2.35 2.78 2.80 2.79 

 
 Judging by the criterion of relevance upon the professional development of 
teaching staff, the analysis of the hierarchy answers of the goals reinforces the 
results exhibited above. Studying the tables one can observe that the primary goal 
for the teaching staff from the four universities is: “the improvement of one’s own 
line of specialization” (chosen as primary goal by 15% of the respondents), 
followed by “the improvement of teaching skills” (professed as main goal by 14% 
of respondents), and “participation in external scientific exchanges” (11% of the 
respondents).  
 Further analysis on the importance of targets judging by the university to 
which the professors belong, reflect that within the first University the goals 
rendered the most emphasis are: ”improvement of one’s own line of specialization”, 
“improvement of teaching skills” and “improvement of the performance in 
publishing the results of scientific research”. Within the second University the 
most important targets appear to be “the increase of scientific productivity”, 
“improvement of one’s own line of specialization” and “improvement of my 
teaching skills”. Within the third University, the most cherished goals are 
“participation at external scientific exchange”, “improvement of one’s own line of 
specialization”, “increase of scientific productivity”, and “improvement of my skills 
for designing and leadership of scientific grants”. Within the fourth University, 
the most important targets are “improvement of my teaching skills”, “participation 
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at external scientific exchange”, “eliciting and maintaining the teaching 
enthusiasm” and “improvement of my teaching skills”.  
 From the point of view of factor analysis, the 17 targets relevant for the 
professional development of university teaching staff have been grouped under 5 
categories: skills related to teaching, skills related to scientific research, managerial 
skills, communication skills, and participation in external exchange. The analysis 
of the importance assigned to these goal categories in the 4 Universities show that 
the most important objectives are those regarding the development of teaching 
skills (mean 4.56), followed closely by those focused on the research skills (mean 
4.36), then the communication and interactive skills (mean 4.26), and finally 
external mobility (mean 4.20). The least important scopes are the ones regarding 
the development of managerial skills (mean 3.49). 
 
Table 2 
 Average means for the main categories of development goals 
 

 University 1 University 2 University 3 University 4 
Mean σ Mean σ Mean σ Mean σ 

Targets aimed at teaching skills 4.43 .57 4.52  .52 4.36 .65 4.41  .54 
Targets aimed at scientific 
research skills 4.33  .56 4.49  .48 4.45 .42 4.23  .63 

Targets aimed at managerial 
skills 3.37  .88 3.71  .71 3.45 .77 3.57  .87 

Targets aimed at 
communicative skills 4.29  .57 4.25 .57 3.96 .59 4.14 .51 

Targets aimed at external 
mobilities 4.17  .72 4.26 .68 4.30 .75 4.26  .57 

 
 A comparative analysis of the faculty professional goals within the four 
universities show the lack of significant differences in evaluating the teaching 
aims, the goals regarding communication and the goals regarding the participation 
in exchange trainings. The analysis indicates differences among the 4 groups of 
faculty in evaluating the scientific research skills F (3, 567) = 3.27, p< .05 and the 
managerial skills F (3, 552) = 5.05, p< .01. The faculty members in the four 
universities seem to share the opinion that the most important targets for their 
professional development are those regarding the teaching skills, with no 
statistically significant differences among universities in the estimation of this 
target category (F=1.07, p> .05). The post-hoc tests reflect that the aims regarding 
the development of research skills are rated slightly more important by the 
professors from the middle sized public University, contrary to the teaching staff 
from the large public University (Bonferroni = -.15, p< .05). Moreover, the 
professors from the former university consider the targets related to the 
development of managerial skills statistically more important than their 
counterparts from the large university (Bonferroni = -.34, p< .01). The analysis of 
the obtained data does not reveal major differences in the estimation of the 
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importance of the targets regarding professional development between the two 
public and private Universities, laid in the same geographical area. 
 However, depending on the faculty teaching experience, the major 
differences are found between teaching staff with over a 10-year teaching 
experience and those less than 10 years of experience. The early career faculty 
members consider the goal of developing their teaching skills slightly more 
important. Similarly, depending on their didactic position, the participant holding 
the positions of junior lecturers tent to render higher importance to the 
improvement of teaching skills and intensification of interactivity with fellow 
faculty (ideas and experience exchange) than the professors. 
 The leading positions seem to be associated with differences among 
teaching staff in setting their professional goals. The teaching staff in leading 
positions renders the targets regarding the improvement of scientific research more 
importance than the other faculty (t = 2.09, p< .05). 
 Depending on the general field/discipline of the teaching staff (sciences: 
Computers, Engineering, Informatics, Biology and Geology, Chemistry, and social 
sciences and humanities: Political and Administrative Sciences, Communicative, 
History and Philosophy, European Studies, Sociology and Social Assistance, 
Business, Sport, Letters, Economic and Juridical Sciences), the independent 
samples t-test indicates differences in the goals established regarding the teaching 
skills, managerial, communication and exchange attendance. Thus, in opposition to 
the teaching staff from science, the social science faculty attribute significantly 
more importance to the targets concerning teaching skills (t = 2.55, p< .05), 
managerial (t = 2.58, p< .05), communication (t = 2.24, p< .05), mobility 
attendance (t = 2.02, p< .05). 
 
Strategies supporting professional development 
 
 A set of multiple choice questions focus on the identification of activities 
which could support faculty in achieving the main established goals. The multiple 
response analysis draws the attention upon the access to prestigious scientific 
publications (8.7% of the answers) as the most appreciated modality, followed by 
the sessions of scientific events, such as congresses,  symposiums, summer schools 
(8.3%), funds for participation in at least one annual conference (7.9%), work 
visits to foreign/local universities (7.8%), scientific partnership with other 
professors/researchers (7.7%), partnerships with the practitioners (7.2%), funds 
for modern  teaching equipment (7.1%), debates on scientific topics within the 
teaching board (5.2%), workshops regarding the skills required for designing and 
using the results of scientific research (5.2%), for designing and coordinating 
grants (5.2%) and workshops on topics of pedagogy and university methodology 
(4.6%). 
 Analyzing the types of activities perceived as necessary by the teaching 
staff in each university, there can be noticed strong similarities. The main strategies 
leading to professional target achievement within the large public university are: 
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scientific communication sessions, symposiums, summer schools (8.5%), work 
visits to foreign/local universities (7.9%), access to prestigious scientific 
publications (7.8%). As for the middle sized public university, the most 
frequently indicated strategies in order to achieve goals are: funds enabling staff to 
participate in at least one conference a year (8.3%), scientific partnerships with 
fellow faculty/researchers (8.0%), scientific communication sessions, symposiums, 
summer schools (7.9%), access to prestigious scientific publications (7.8%). With 
respect to the rather large public university from the western side of the 
country, the most useful activities are: access to prestigious scientific publications 
(10.9%), work visits to foreign/local universities (7.8%), scientific communication 
sessions, symposiums, summer schools (8.7%). At the private university, the 
major strategies regarded by teachers as catalysers in goal achievement are 
partnerships with practitioners (8.5%), access to prestigious scientific publications 
(8.2%), scientific communication sessions, symposiums, summer schools (8.2%), 
work visits to foreign/local universities (7.6%). 
 Depending on the teaching experience, senior teaching members choose 
more often strategies such as the possibility to have an assistant in teaching his/her 
subject along with research assistants, debates on scientific topics within the 
teaching board, the access to prestigious publications, scientific communication 
sessions, workshops regarding the scientific research, design and leadership of 
grants, whereas members with less than 10 years of teaching experience would 
rather have workshops on topics such as pedagogy and university methodology, 
informative sessions regarding foreign scholarships, seminars focused on the 
implementation of one’s own professional development plan. 
 In order to achieve their development goals, the female teaching staff tend 
to render more importance to activities such as workshops upon scientific research, 
on pedagogical and methodological topics, debates on didactical topics within the 
board, whereas male teaching members prefer workshops on academic 
management, informal meetings in order to share experience, funds for new 
teaching material (including software). 
 
Preferred activities for faculty development as teachers 
 
 A third set of items of the questionnaire focused on activities perceived as 
necessary for teaching development. Regarding the usefulness of certain activities 
for the improvement of the teaching performance, the seminars targeted at 
learning efficient strategies to motivate students are considered to be necessary by 
77% of the respondents; seminars on efficient teaching methods are regarded as 
necessary by 72.9% of the respondents;  seminars on communication improvement 
are considered necessary by 70.4% of the participants, and seminars on the 
characteristics of efficient teaching are rated as necessary by 68.9% of the 
participants. The results emphasize the teachers’ need to improve their skills to 
motivate students and to internalize active teaching methods. The highest rated 
activities for accomplishing these needs are considered to be the seminars on 
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efficient motivational strategies (mean 4.12) and those on efficient teaching 
methods (mean 3.97). 
 Analysing the preferred activities in each university sample, the results 
indicate a quite high similarity in terms of the teachers’ needs for instructional 
improvement. At the large and middle sized public universities the most 
preferred activities are considered to be the seminars on efficient motivational 
strategies (mean 3.91, respectively 4.05), followed by seminars on the 
improvement of communicative skills (mean 3.85, respectively 3.84), and seminars 
on efficient evaluation of the students’ performance (mean 3.82, respectively 3.75). 
At western public university, the activities perceived as most useful are the 
seminars on the supervision and evaluation of one’s own progress (mean 4.00) and 
those on the improvement of communicative skills along with efficient motivational 
strategies (mean 3.67). At the private university all the exhibited activities are 
even more valued than at the other universities, the most useful strategies being the 
seminars on efficient motivational strategies (mean 4.71), those on the 
characteristics of efficient teaching, and the seminars on efficient methods of 
students’ evaluation (mean 4.29). 
 
Table 3 
Average mean of the usefulness of certain activities for teaching development in the 4 
universities  

 University 
1 

University 
2 

University 
3 

University 
4 

1. Seminars on the use of multimedia 
equipment in teaching 3.75 3.55 3.00 3.71 

2. Seminars on the design and 
organization of courses/seminars 3.48 3.15 2.67 4.00 

3. Seminars on efficient motivational 
strategies in learning 3.91 4.05 3.67 4.71 

4. Seminars on efficient teaching (class 
organization, coherence, etc. ) 3.62 3.60 3.33 4.43 

5. Assistance with the interpretation 
and use of the results of the students’ 
courses evaluation 

3.35 3.47 3.00 4.14 

6. Assistance with the interpretation 
and use of the results of the students’ 
courses evaluation. seminars on 
efficient evaluation strategies 

3.82 3.75 3.33 4.29 

7. Seminars on efficient teaching 
methods  3.79 3.45 3.33 4.14 

8. Seminars on one owns supervision 
and evaluation of progress in the 
teaching activity 

3.57 3.50 4.00 3.71 

9. Seminars on the improvement of 
communicative skills 3.85 3.84 3.67 3.86 

  
Regarding the estimation of the importance of teaching improvement 

methods there are no significant differences among the respondents of different 
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academic degrees. Depending on the teaching experience, the faculty with little 
experience tend to attribute more importance to the seminars on the supervision 
and evaluation of one’s own improvement in the teaching activity (χ²= 21.50, p< 
.05). The respondent in no leading positions render more relevance to the seminars 
on the characteristics of efficient teaching than those in leading positions (χ²= 
11.72, p< .05), while 30% of the teaching staff in leading positions have chosen the 
modular organization of the course. 
 Depending on the specialization department (sciences or social sciences), 
all the activities except the seminars regarding student motivation (viewed as 
equally important by the staff from both types of universities) are considered more 
important by the teaching board from social sciences and humanities fields. 
 
Table 4 
The average mean of the faculty assessment of the usefulness of certain activities for their 
teaching development, according to their specialization field 
 

 Sciences Social sciences 
1. Seminars on the use of multimedia equipment in 

teaching 3.09 3.52 

2. Seminars on the design and organization of 
courses/seminars 3.18 3.51 

3. Seminars on efficient motivational strategies in 
learning 4.05 4.14 

4. Seminars on efficient teaching (class organization, 
coherence, etc. ) 3.42 3.98 

5. Assistance with the interpretation and use of the results 
of the students’ courses evaluation 3.20 3.57 

6. Assistance with the interpretation and use of the results 
of the students’ courses evaluation. seminars on 
efficient evaluation strategies 

3.44 3.91 

7. Seminars on efficient teaching methods  3.51 4.09 
8. Seminars on one owns supervision and evaluation of 

progress in the teaching activity 3.48 3.86 

9. Seminars on the improvement of communicative skills 3.45 3.98 
 

 One of the objectives of the present study was to identify the level at which 
the needs of the Romanian faculty situate themselves, and to offer a comparative 
perspective upon the faculty development needs in Romanian universities and the 
needs assessment survey conducted during the 1990’ in USA (Elser & Chauvin, 
1998). The American study was conducted in a rather small sized regional 
comprehensive university, with around 500 full time faculty staff members and 
15000 enrolled students. The most frequent top goals set by the faculty in USA 
regards the “in-depth knowledge in ones field of specialization”, followed by “the 
improvement as an effective teacher”, and “the broadening of the expertise in ones 
discipline” (Elser & Chauvin, 1998, p.185).  
 The results of the present development needs survey indicate that faculty 
members are rather focused on gaining expertise in their own discipline, and on 
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their development of teaching and research skills. Although the teaching goals are 
the top ones in the faculty purposes ranking, they are closely followed by the 
objectives related to research skills; in only one of the three Romanian universities 
the research goals are rated higher by the faculty. This shows the interaction 
between teaching and research goals in Romanian higher educational institutions. 
  As we can notice, the results of the 2 studies (our study and the American 
one) indicate great similarities: the faculty orientation towards teaching skills is 
strongly emphasised in both cultural areas, while being closely followed by the 
faculty research orientation. On the other hand, the least relevant goals refer to 
“attaining a leadership position” in the Romanian universities, and “planning for 
new roles” in the American institution. 
 Another aim of the present study concerned the analysis of the 
correspondence between the results obtained from the student ratings of instruction 
(Centra, 1994; Opre & Miclea, 2001), and the needs perceived by the faculty as 
related to their teaching development. The results of  teaching evaluation done by 
the students from  4 sample Romanian universities indicate as the lower rated 
teaching dimensions to be the following ones: the deficit in the use of active 
teaching methods (mean 3.22) the students’ active involvement during teaching 
activities (mean 3.30), and the lack of strategies to stimulate students’ curiosity 
towards the discipline (mean 3.45). From the students’ perspective, these 
dimensions are considered to be the main problems of the instructional process; 
there is the need for a shift of student cantered teaching methods, which should 
actively involve the students in the teaching and learning process (Opre, 2006).  
From the faculty perspective, the highest rated activities for accomplishing the 
teaching goals are considered to be the seminars on efficient motivational 
strategies (mean 4.12) and those on efficient teaching methods (mean 3.97), the 
results show a high level of correspondence between the students’ feedback and the 
faculty expressed development needs. Although comparison studies find low 
correlation between the faculty self-evaluation and the students’ rating of 
instruction (Montgomery, 2006; Zaharie, 2006), the present study indicates that, 
when assessing their needs, the faculty members specify the main teaching 
dimensions emphasized by the students feedback. 
 
GENERAL DISCUSSIONS AND CONCLUSIONS 
 
 The faculty in each of the four universities are mostly focused upon 
developing their teaching skills. Nevertheless, the early didactic career members 
are even more strongly oriented towards the development of teaching skills. As 
rather newly entered in the teaching system, they are focused on their career 
development as teachers and on obtaining foreign scholarships. The experienced 
teaching staff aims especially at the achievement of managerial skills, organization 
of debates and scientific communication sessions. 
 Analysing the institutional development programs proposed in universities 
along time Gaff and Simpson (1994) report a shift from the focus on faculty 
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gaining expertise in their own discipline, to a more comprehensive approach of 
faculty as teachers; more recently, there is a focus upon the larger variety of roles 
and responsibilities that faculty have within universities (Wilkerson & Irby, 1998).  
 The results of the present study indicate as the highest rated goals those 
focused on teaching improvement, closely followed by the research skills 
development. Moreover, while being oriented towards developing their teaching 
and research skills, early career faculty seem to be least interested in reaching 
leadership positions or planning for new roles. This shows that except the 
traditional teaching and research goals, young faculty are less focused on assuming 
new roles or attaining other positions than teaching or conducting research within 
university. These findings indicate that is it necessary to differentiate the 
development programs according to the position attained by the faculty in their 
career track. While the more recent trends in the development programs emphasize 
a more complex approach of faculty as attaining a whole range of roles within 
universities (Wilkerson & Irby, 1998), there is the need to further differentiate this 
perspective, by approaching the teaching staff according to their career level.  
 Interesting findings relate to the distinct rating of the external mobility. 
While the mobility aiming scientific research knowledge and skills was strongly 
favoured by faculty, the mobility focused on the development of teaching skills 
was lower rated. This shows that teaching staff distinctly value the international 
expertise they can get while participating to mobilities. They perceive the 
international experience as more valuable for research skills development, than for 
teaching skills development.  
 Although the faculty goals are strongly related to teaching development, 
when faculty indicate the strategies required for attaining these goals, it is 
interesting that the highest rated strategies are rather oriented towards research 
skills, such as: access to prestigious scientific publications, sessions of scientific 
events, funds for participation at least at an annual conference, work visits to 
foreign/local universities, scientific partnership with other professors/researchers. 
The activities emphasized by the faculty in the American university slightly differ 
from the ones indicated above. Except the need for funding conference 
participation, the USA faculty would rather have programs for technology use, 
seminars for stimulating the students’ motivation, sabbatical leave or reduced 
teaching loads (Elser & Chauvin, 1998). Although aiming at the same goals, 
faculty in the 2 areas perceive as useful for attaining these goals different types of 
activities.  

  The efficiency of the faculty development is greater if the content of the 
program addresses the specific needs expressed by the teaching staff. The present 
study identifies several differences in the development needs perceived by different 
subgroups of faculty. Early career teaching members are more oriented towards 
teaching skill improvement and development plans, while tenured faculty are 
rather interested in their research skills development. In addition, faculty members 
from social science departments seem to be more oriented towards teaching 
development strategies than their colleagues in sciences fields. For this reasons, 
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similar development needs assessments might be extremely useful in designing and 
investing in successful faculty improvement programs, in order for the institutional 
development programs to distinctly address faculty subgroups.  
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