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CONFIRMATION OF PROCESSES
FOR
ACADEMIC PROGRAM REVIEW

I hereby confirm that the enclosed program review has included all processes outlined in Board of Governors requirements:
· a delineation of the specific academic programs (with levels) that were included in review

· a brief description of the nature of the review and whether it was part of an accreditation review or self-study with external consultant

· directory information on the external consultant

· a synopsis of actions taken as a result of earlier program reviews
· a copy of the Academic Learning Compact for each reviewed baccalaureate degree program

· a summary of program strengths, weaknesses, opportunities, and threats (SWOTs)

· recommendations based on review findings.
These items are included in the Executive Summary.  Further, each program review was conducted according to University of West Florida approved university policy.
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MEMORANDUM

November 21, 2006
TO:

Dr. Barbara Lyman



Associate Vice President for Academic Affairs

FROM:
Dr. Ronald W. Belter



Chairperson, Department of Psychology

SUBJECT:
Response to Report of the Program Review Team

The report of the program review team was submitted to the Associate Vice President of Academic Affairs on May 15 and was copied electronically to the department on the same date.  This memorandum presents the department chair’s response to the report.

It is evident that the program review team was very thorough and conscientious in executing its responsibilities.  In my judgment, the report provides an accurate description of the current composition and operation of the department.  One minor correction to this description is in order to note that the graduate program in the Psychology Department, to our knowledge, is the largest in the College of Arts and Sciences, but not in the university at large.

The report accurately notes that the faculty is not racially or ethnically diverse and that recruitment of a more diverse faculty should be a high priority to provide appropriate and meaningful mentoring and role modeling for our diverse student body.  The report also accurately notes that the department has been in an extended period of transition.  The unavoidable reality is that this period of transition will be extended for a short time longer, as the current chair is stepping down after a 4.5 year term and an interim chair has been appointed for the coming year while a search is conducted to fill the position permanently.  The focus of the department in the next year will be necessarily impacted by this circumstance.

The report also found that the department has excellent resources available to support its program activities.  It is true that the centralized budgetary processes of the university keep most faculty happily insulated from the complications of budget matters, but such information is readily available to any faculty members who choose to trouble themselves with those details.

As noted in the report, the faculty in the department are highly dedicated and accomplished in their commitment to excellence in instructional activities.  With some individual variability, the faculty are also productive in scholarly activities and service to the university and professional communities.  With these three pillars of academia firmly in place, the report has rightly noted that service and outreach to the community is an area where additional effort could be directed.  In reality, such service is an active part of several faculty members’ activity, but we could draw more attention to those activities by the department as a whole, to derive the public relations benefits noted in the report.

The report presented the prevailing sentiment among the faculty that our department carries an extraordinarily heavy load of both scheduled teaching and unscheduled teaching, with thesis and internship supervision representing a significant demand for all faculty.  Yet, this sentiment did not appear to the review team to have clear data to document this reality, and they have advised the department to gather these data to accurately inform relevant parties in support of decisions about allocation of resources.

To address this, we have compiled additional data for the department over the past 6 years, in comparison with other units in the college.  These data are presented in detail in an addendum to the self-study report (Appendix Y) and confirm that the regular faculty in the Psychology department bear a teaching load that generates substantially higher student FTEs, student credit hours, and student enrollments than any other department in the college.  Additionally, it is the regular faculty in the department, not adjuncts and TAs, who have the heavy teaching loads that yield this productivity.  This high level of productivity occurs in a department that does not have a significant contribution to general studies, does not make heavy use of adjunct instructors, does not employ graduate teaching assistants as instructors for its lecture courses, and has experienced reduced availability of regular faculty for teaching over the past 6 years due to faculty deaths, resignations, retirements, sabbaticals, and administrative assignments.  Even with limited resources, the department has, indeed, served as a “cash cow” for the college.

Internal governance was identified as an area needing attention in the previous program review, largely due to the emergence of tension that focused on a very limited number of faculty who voiced concern about it.  Several aspects of department governance have been formally addressed with revisions of the by-laws and establishment of formal policy for work assignments.  Despite the dramatic transition in the state system of higher education and in the university administration since the last program review, the department has experienced significantly diminished internal tension and significantly increased stability and collegiality.  Morale for the overwhelming majority of faculty is substantially higher, compared to 5 years ago.  The observation made by the review team that some individuals raised concerns about decision making is probably an accurate observation, but is certainly not representative of the majority of the faculty.  The reality is that a very small minority of individuals continue to feel marginalized, which is an ongoing matter of concern.  

Enhancement of the undergraduate curriculum poses some obvious challenges to the department.  One highly visible issue is the need to strengthen the foundation in statistics for our students.  This is a matter that has been discussed in the department in recent years and calls for coordinated planning with the Mathematics Department.  Another noteworthy challenge is the need to offer more opportunities for “hands-on” research experience and service learning for our undergraduate majors.  With nearly 500 majors, this remains a largely unmet challenge for a department already extended to the reasonable limits of its resources.  Lastly, it is our hope that as the Careers in Psychology course becomes a routine for students to take at the point of declaring the major, students will be better informed and prepared to proactively pursue research and service learning opportunities more closely aligned with informed career goals.

In some respects, the challenges facing us in the graduate program are similar to those in the undergraduate program.  For example, our graduate students also need a stronger foundation in behavioral statistics to support their research training.  The program review report focused to a large extent on the issue of declining enrollment in the graduate program.  This focus addressed the importance of financial aid and support for graduate students as a recruitment issue, the importance of intensifying marketing and recruitment strategies and establishing a clearer and more unified focus for the graduate program that will establish a unique niche, again for marketing and recruitment.  All of this attention and the resultant recommendations are based on an assumption that remained unexamined in the report, that increased enrollment in the graduate program is desirable and feasible while maintaining the integrity of the graduate program.  

I believe, strongly, that increased enrollment in the graduate program is a matter that requires careful examination to determine if the integrity of the program can be maintained or even enhanced by an increase in enrollment.  As yet, this has not been addressed in any way and remains an assumption that is not supported by any data.   What is supported by data is the fact that the graduate program in Psychology is, by far, the largest graduate program in the college, and has been throughout its history.  Over the past 6 years, the graduate program has accounted for between 28% and 46% of graduate FTEs in the college, between 28% and 46% of the graduate student credit hours in the college, and between 23% and 31% of the graduate student head count in the college.  In each of those categories, our graduate program has been more than double the size of the next largest graduate program in the college.  These are compelling data that should give one pause before recommending an effort to increase enrollment, without similarly compelling data to support an assumption that this can be done while maintaining the high standards and quality of that program.  That notwithstanding, I agree that the department should focus attention on establishing a clearer and more unified focus for the graduate program that will establish a unique niche, to bring greater visibility and prestige to the program in support of recruiting more talented, but not necessarily more numerous, graduate students.

The report emphasizes the importance of adequate financial aid, whether intended to recruit more numerous or more talented students.  The department has benefited in the past year from the allocation of substantially increased graduate assistant funds, which we have used to enhance our recruitment efforts.  The result is that we anticipate an increase of about 10 in the incoming class of graduate students for next year.  In spite of reservations about program expansion, the department is clearly doing its part to meet university goals of increased enrollment.  The issue of out of state tuition waiver is particularly important for our department because more than half of the applicants to our program are from out of state.  We also agree that the timing of the announcement of financial aid allocations is critical for us, to know what we can offer to applicants before they have to commit to a decision.  This allocation needs to be announced early in the spring semester, before we make offers of acceptance to applicants.

Increased support for the undergraduate program at the Fort Walton Beach campus, now referred to as UWF Emerald Coast, in the form of resident faculty at that campus, has been recommended in the previous 2 program reviews, and has been repeated in the current report.  Support and enhancement of our program there hinges largely on the assignment of resident faculty to that campus.  In the past three years we have increased our presence, in the form of a half-time instructor and a temporary, half-time visiting professor position.  This is a move in the right direction, toward the goal of a stable and sufficient resident faculty for the program at that campus.  Yet, it falls short of meeting the long-term needs of a large undergraduate program like ours.

The report noted a need for the department to engage in stronger outreach efforts to provide community service, to maintain contact with alumni, and to solicit financial support from alumni and the community.  We have made some initial steps in that direction, but need to devote greater attention and energy to more focused community outreach.

The review team report offered 7 primary recommendations which we believe are well supported by the self-study and site visit, and which will serve to enhance the department’s programs.  In addressing each of these, I also endorse the review team’s advice that the secondary recommendations presented in the body of the report should not be ignored.

1.  Develop a “Vision” for the Department.  The broad aspirational ideas generated in the department retreat last year need to be substantially narrowed to identify a special emphasis or theme for the department as a unique niche to focus our drive to prominence. Accomplishing this will require ongoing discussions among faculty leading to decisions about initiatives to develop and implement, as well as decisions about what not to continue to pursue.

2. Create a “Culture of Assessment”.  Consistent with university wide efforts, each member of the department needs to be actively engaged in the implementation of assessment as a routine facet of making data driven decisions for program improvement.  As experts in behavioral science, we are well equipped to engage in the process of gathering relevant assessment data and using those data to refine and enhance student learning.

3. Identify Benchmark Departments.  The department should identify several comparable departments in other universities as an external standard for comparison.  Rather than operating in isolation, exposure to and exploration of other comparable and aspirational benchmark departments should serve to generate ideas for enhancement of what we do. 

4. Operate with “Focused Efficiency”.  This recommendation focuses on increasing efficiency through a more narrow application of our limited resources to do “less with less.”  We understand the economy of limited resources and the notion that resources will follow, not lead, growth.  However, we are not inclined to sacrifice quality in service of quantity.  Many have achieved one without the other, but we seek to achieve both.

5. Become More Entrepreneurial.  In an era of limited resources, it is critical for the department to take a proactive stance to actively generate additional resources through grants and contracts, as well as community outreach.  Such activities have not been a high priority in the department in the past, due to investment of faculty in the many other activities that have been productive and brought recognition to the department.  It will be necessary for the department and the university administration to develop the support and incentives to encourage this activity.

6. Embrace Distance Learning.  Technological advances that are changing the face of higher education require all of us to keep pace with technology and use it to our advantage in providing high quality instruction.  Incorporating distance learning strategies and technologies is not optional for anyone in the department in the 21st century.  It is a requirement for each of us individually and collectively, to better serve our students who routinely make use of advancing technology in their daily lives.

7. Ensure Success in Future Recruiting Efforts.  The department should develop its vision for the future and seek to fill vacant positions, most notably for the department chair, with this vision in mind.  The success of the chair search is a high priority for the department and a key element in defining the future of the department.  This extends to recruitment to fill vacant faculty lines, key staff positions, and new students in both graduate and undergraduate programs.

Conclusions and Recommendations

The self-study report and review team report provide a comprehensive evaluation of the Psychology Department at the close of the 2005-2006 academic year.  The department has considerable strengths and accomplishments about which it can be rightly proud.  It also faces a number of challenges for the immediate and more distant future, requiring careful deliberation and planning to establish a more unified and narrowly focused vision comprised of achievable goals.  The department cannot afford to delay this planning process, nor can it afford to leave the planning in the hands of one or a few members of the department.  The active involvement and investment of each faculty member is essential to meet the goal of enhancing our programs to meet the needs of our students in the rapidly changing arena of higher education.
Each of the primary and informal recommendations of the review team has merit.  In the interest of achieving “focused efficiency”, a reasonable set of goals and objectives for the coming year would include the following: 

1) Assure success in recruiting a more diverse faculty.  In the searches to be conducted this fall for a department chair, and this summer to fill two visiting lines, additional effort will be expended to seek and encourage candidates from underrepresented groups to apply.  In particular, one of the visiting lines is to be configured as a post-doctoral fellowship in teaching, specifically focused on multicultural diversity for recruitment.  The anticipated outcome is to increase the number of qualified minority group applicants for all these positions. 

2) Develop additional lab and/or service learning opportunities.  If we are successful in filling the positions above, we should have the resources to staff additional sections of lab courses.  The anticipated outcome is to develop 2 additional lab courses to incorporate into the curriculum by the 2007-2008 academic year.

3) Address the need for enhanced foundation in statistics for the behavioral sciences in the undergraduate and graduate programs.  A committee of faculty members from Psychology and Mathematics will be formed to discuss how to address this issue.  The anticipated outcome is to forward a recommendation to be presented to the department faculty for approval and implementation of a curriculum change in line with the recommendation.

4) Develop additional marketing and recruitment measures for the graduate program.  The college and Office of Graduate Studies have provided $750 to the department to enhance recruitment efforts.  The anticipated outcome is to produce a new set of recruitment brochures and posters for distribution to undergraduate institutions.

5) Revitalize the two advisory boards for the MPAC accredited graduate tracks.  These two boards should be reappointed, with a charter developed to define the scope and nature of their responsibilities.  Each track should meet to develop these boards.  The anticipated outcome is to produce a new charter, appoint a new board membership, and hold a meeting of each board in the 2006-2007 academic year.

6) Identify benchmark departments to generate comparison data to evaluate our productivity, set achievable goals, and assess our progress in achieving those goals.  The anticipated outcome is to identify a set of peer and aspirational benchmark departments, and gather data from them relevant to our strategic planning and assessment.

7) Create a broad departmental culture of assessment, in which all members of the department are actively invested and engaged in implementing the department’s assessment plans.  The purpose of assessing student achievement is to use these data to reflect on the quality of our curriculum and teaching strategies and identify ways in which we might modify the curriculum or try alternate teaching strategies/activities intended to help our students achieve greater success in their learning. We need to use assessment data to guide decision making about curriculum needs and faculty development, with the intent of improving the quality of education.  The anticipated outcome is for measurable student learning outcomes, consistent with the undergraduate ALC and graduate ALP, to be clearly presented in all course syllabi by the end of the 2006-2007 academic year.

8) Develop a clear vision for the department which incorporates “focused efficiency”.  The faculty retreat in October 2005 was a good beginning for this process which should continue with another faculty retreat in the fall of 2006, as well as in regular faculty meetings.  The anticipated outcome is a narrowed articulation of the broad array of ideas that emerged from the last retreat, to represent a clearer departmental vision for the future and serve as a guide for strategic planning and filling the chair position.
In addition to the above recommendations and outcomes for the department to pursue, I offer the following recommendations for the university administration to support the department in its efforts to maintain its high level of productivity and quality education, scholarly work, and service.

1) Assure appropriate resources to recruit the level of administrative talent needed to fill the position of department chairperson.  This includes an appropriate salary level, as well as resources that such an administrator might seek to negotiate to support the department in the future.  

2) Carefully examine the issue of equity in distribution of financial aid resources for graduate students in the college and university, with the aim of providing equitable financial aid to programs that will enhance their capacity to recruit more talented students.

3) Assure allocation of appropriate resources to support existing programs and enhancement of those programs at UWF Emerald Coast.  In our department, establishment of a full time, resident faculty at that campus is critical.

4) Assure equitable allocation of resources to the department in recognition of its extraordinarily high level of productivity in generating student FTEs, credit hours and enrollments.

Executive Summary

  
The Psychology Department offers a Bachelor’s degree in Psychology, a Minor in Psychology and a Master’s degree in Psychology with specialization in three major areas.  The CIP code for these programs is 42.0101. These programs were subjected to a program review conducted as part of the periodic program review process undertaken on a five year cycle at the University of West Florida.  The heart of the review was a self-study report prepared by the department chairperson with input from a core self-study team composed of faculty and staff, and additional team members solicited from among program alumni and students.  The self-study report was subjected to review by a review team led by an external reviewer, Dr. Bernard Jensen, from the University of Central Florida, and composed of two additional reviewers, Susan Harrell, J.D., from the Department of Criminal Justice in the College of Professional Studies, and Rohan Hemasina, Ph.D., from the Department of Mathematics in the College of Arts and Sciences.  The review team also conducted a two-day site visit on April 24 and 25, and submitted a written report to the Associate Vice President for Academic Affairs on May 15, 2006.

Previous Program Review  

The Psychology Department programs were last reviewed in the spring of 2001 and the report of the review team included 9 recommendations for strengthening the department’s programs.  These recommendations and progress made toward achieving them are detailed in the accompanying self-study report, and are summarized here.  
1) Enhancement of the undergraduate program through implementation of revisions to enhance the appeal and quality of the undergraduate program, such as an externship or service learning program, and expansion of the honors program.  The department has undertaken a comprehensive revision of the undergraduate curriculum, including a set of new courses designed to enrich the breadth of exposure of the student to the discipline and new student learning outcomes for the program.  The Academic Learning Compact for the undergraduate program is attached.  The department has also implemented a Certificate in Human Resources in the undergraduate program and was awarded a $5000 grant this year from the university to institute an undergraduate research journal, to support our efforts to engage students in research activities.
2) Hire two new faculty members permanently housed at the Fort Walton Beach campus to provide instruction and more effectively serve the needs of both graduate and undergraduate students for such activities as advising and general accessibility.  We have not been able to gain approval for the resources for this expansion of the faculty.  As a result, in 2004, the department made the difficult decision to phase out the graduate program at the Fort Walton Beach campus and focus its resources on supporting the undergraduate program there.  We gained approval to hire a permanent .5 FTE Instructor in a non-tenure earning line in 2003 to teach 3 courses per year and provide advisement to our students there.  We also gained approval to hire a temporary, .5 FTE Visiting Professor in 2005 to teach 3 courses per year and develop community liaisons, guide development of online instructional resources, and develop program opportunities for our students there.
3) Develop a colloquium series.  The department does not have the budgetary resources to support a colloquium series.  However, in lieu of a colloquium series, we have organized a “Chat-N-Chew” series for department faculty to present their research and professional activities in an open forum for students and faculty.
4) Improved tracking of graduate students with respect to their progress through their program and the type of program they are following.  The department has developed and implemented a data base to track the progress of graduate students in the program to assure that each student is progressing most effectively through the program and also enable the department to assess the extent to which the various goals of the graduate program are met.  
5) Focus on improving faculty governance to address undercurrents that created a degree of tension among a limited number of faculty which could create difficulties in the smooth operation of the department.  In a phase of significant transition over the past 5 years in the university, the current chair was recruited from the ranks of the faculty with the primary goal of maintaining stability in the department and improving faculty and student morale.  With regard to governance, faculty meetings are focused and productive, and records of meetings are maintained.  Faculty are involved in decisions and participated in a productive retreat in the fall of 2005.  Faculty-student interactions have been enhanced with scheduled activities. Communication, collaboration, and decision-making are collegial, and faculty and student morale are considered to be good.
6) Development of a more unified focus for the graduate program among the three graduate program tracks, with the goal of achieving some degree of prominence and recognition.  We have established a Health Psychology Certificate and a Cognitive Psychology Certificate embedded in the graduate program. 

7) Development of a psychology clinic to be used for training of the counseling students and a research environment for faculty and students, and enhance the visibility and stature of the program and the university.  The establishment of a training clinic on site is a high aspiration that requires additional resources that the department, college, and university have not been able to allocate for that purpose.  This continues to be a goal of the department, but is directly dependent on allocation of the resources to support the operation of a clinic.
8) Replacement of several vacant faculty positions is essential given the large undergraduate population of Psychology majors and the size of the graduate enrollment.  In the past 3 years, the department has hired three new faculty members for the main campus, one in each of the graduate program tracks.  Our search for a new department chair was not successful and we have initiated a new search for 2006-2007.  In the same period of time, we had another resignation and retirement, leaving one other position vacant, which we hope to fill for Fall 2007.

9) Increase graduate student stipends which are very inadequate, based on 1999-2000 data gathered by the American Psychological Association.  This obviously limits the ability to recruit the best students.  Over the past 5 years, we have made a strong appeal to the university administration for increased support for graduate student financial aid to support our graduate recruitment efforts.  In Fall 2005, our allocation for graduate assistant stipends was increased, allowing us to raise the stipend to $1200 per semester for a .25 FTE graduate assistant.  The university has just announced a significant increase in funding allocations for graduate assistantships that will bring the stipends up to a level that is comparable to those in other state universities.  Additionally, the university allocated funds to support new assistantships on a temporary basis for the spring 2006 semester and the department secured 6 of them.  Finally, the university has created new recurring graduate assistant positions for next academic year and the department has secured 9 of them, which will strengthen our recruitment efforts in the coming year.
Strengths, Weaknesses, Opportunities, and Barriers
 Department Strengths.  The department has established itself as one of the largest and most productive departments in the university, and enjoys a reputation within the university as collegial and dedicated to serving our constituent communities.  The department faculty is composed of dedicated, talented, and well trained individuals who provide expertise in a broad range of subspecialty areas of Psychology.  The unique areas of expertise are complementary in supporting the programs of the department and offering students extensive opportunities for enriched instruction and mentoring in the discipline.  


The department also enjoys excellent internal administrative support provided by a dedicated and stable team consisting of the Office Administrator, Senior Secretary, and Computer Technology Specialist.  Each of these staff members has been employed in the department for at least the past 5 years and they perform their duties conscientiously and are committed to serving the needs of both faculty and students.


The department also has excellent physical resources in the form of offices, labs, and classrooms.  The classrooms are equipped with technological equipment that supports video projection of lecture slides and other video media, and also provides access to the internet.  The department maintains a PC in each of the building classrooms.  We also have a large computer lab with 26 PC stations that serves as the lab for the Experimental Psychology course.  Each faculty member has lab space assigned to him/her, generally sufficient to support the faculty member’s research activities.


The university also provides a solid supportive infrastructure with very good library resources and administrative support of department operations.  The Admissions Office has streamlined the graduate admissions process, giving us access to applicant data earlier in the process, to facilitate timely review of applicant materials.  Although it has suffered the effects of limited budgetary resources, the library has established excellent electronic access to journals and other academic resources, in place of hardcopy resources.


Department Weaknesses.  An objective appraisal of the department would indicate that the department is stretched beyond its limits and has been attempting to maintain and pursue activities and initiatives that exceed its resources.  In that context of stretching to do more than it can reasonably expect to do, it also appears that the department lacks clear vision for the future and focus on the specific goals and objectives that will lead to fulfillment of that vision.  In this regard, one could make an observation that a significant weakness lies in the department’s obvious strengths.  With a well trained and dedicated faculty and staff, the department has, in its recent past, tried to do too much in an array of initiatives that lack a clearly unified theme and focus.  


Although the university has taken some firm steps to increase financial support opportunities for graduate students, the department remains in a position of having inadequate financial aid opportunities to be used to effectively recruit the most talented applicants to our graduate program. 


Department Opportunities.  In a period of transition at all levels within the university, the surrounding community, and the state system of higher education, we have the opportunity to redefine and shape the future of the department.  We have hired new, energetic faculty and have the opportunity to pursue additional hires to fill 2 faculty vacancies.  The department needs to approach these new hires with clear focus on goals and objectives for the future. 


The department needs to embrace the reality of advancing technology as an opportunity to enhance its instructional and scholarly activities, to use technology effectively in support of student learning. Advancements in technology will challenge us to think creatively to enhance existing programs and develop new initiatives to serve our students and the community.


Department Barriers.  Internally, the department has experienced some resistance to significant change and reluctance to abandon things that have historically occupied a sacred spot in the department.  Progress for advancement into the future depends, in part, on willingness of the faculty to objectively evaluate all facets of our programs and follow through with difficult decisions to make the most efficient use of resources to pursue the most valuable and productive initiatives.  
Externally, the department has experienced the effect of limited resources that is pervasive in higher education.  We are in an era in which the growth and expansion of programs to generate increased resources has become a higher priority than the allocation of resources needed to support that growth and expansion.  The cliché “Do more with less” is the motto that defines the current landscape of higher education.  Additionally, increased accountability to external authorities has led to the diversion of valuable resources to fuel the machine of documentation.  The result is that we are called on to invest increased time and effort in documenting our activities, which yields less time and effort available to devote to those activities being documented.  
Strategic Planning
With the department in transition from the current chair to an interim chair who will serve next year while we conduct a search for a permanent chair, the coming year will be one of planning and development of the specific initiatives that the department will pursue and the expected outcomes for those initiatives.  The department strategic planning process leading to the program review self-study report resulted in several areas of focus for possible continued program enhancement. We do not anticipate pursuing all of them, but to refine and prioritize those that are most meaningful and have the greatest potential for success.  

1) The department needs to focus attention on staffing needs in the faculty ranks, and to approach future hires with a vision toward the future mission objectives of the department.  This includes the upcoming search to fill the important position for a department chairperson and two visiting lines for the coming year. Specific outcome is to complete two successful searches, one for a permanent department chairperson for the fall 2007 semester and the other for the visiting lines, for the Fall 2006 semester. 

2) The department needs to approach curriculum development, revision, and enhancement in a coordinated manner to make maximal use of resources for promotion of complementary facets of its programs.  This could potentially include development of specialized initiatives such as Health Psychology, certificate programs, capstone experiences, a doctoral program, and a training clinic.  Specific outcome is to finalize and implement phase 2 of the undergraduate curriculum revision for Fall 2008. 

3) The department needs to further develop the administrative infrastructure and resources to support vital internal functions such as governance and decision-making, mentoring faculty, faculty workloads, faculty incentives, professional development for faculty, colloquium series, and technology support. In this area, specific initiatives will be considered and developed under guidance of the new department chair. 

4) The department needs to develop the mechanisms to generate external support resources in the form of research and professional service grants, student financial aid, and foundation contributions.  The specific outcome is increased extramural funding for research and increased foundation contributions generated by the department newsletter and funding campaign in May of 2006. 

5) The department needs to develop its community outreach efforts, to promote its programs and students, enhance recruitment and retention, generate opportunities for service learning, and inform the university and local community about what we do.  Specific outcome is a modest increase in graduate enrollment supported by increased financial aid available. 

6) The department needs to devote particular attention to support and enhancement of its programs away from the main campus, primarily on the Emerald Coast campus.  Specific outcome is to solidify faculty assignment at the Emerald Coast campus with permanent regular faculty. 

7) The department needs to address the integration of advanced technology into its programs and operations, to make maximal use of technology resources to support and enhance programs and operations, including viable distance learning initiatives.  Specific outcome is to expand distance learning offerings as feasible while preserving the high quality of educational experience afforded to students.

 Review Team Report

The report of the review team presented a very favorable picture of the department and its students and faculty.  The operation of the department in implementing its programs is well supported by good physical resources, support staff, technology equipment and access, and library resources.  The faculty are extremely busy and highly productive in the three primary areas of instruction, scholarly activity, and service.  The undergraduate program has undergone substantial revision and further revisions are anticipated.  The graduate program is accredited by MPAC and is, by far, the largest graduate program in the college.  The large undergraduate program at the Emerald Coast campus has been strengthened with the assignment of two ½ time faculty at that campus.  Program alumni report a high degree of satisfaction with their academic preparation for the careers that they have pursued.  


The review team report also addressed areas for attention that did not take the form of formal recommendations.  Included in these informal recommendations are the following:  1) Although the student body is demographically diverse, the department should focus on recruiting a more ethnically and racially diverse group of faculty.  2) The highly centralized budget process of the university calls for greater effort to establish budget transparency so the faculty are better informed about budgetary issues.  3) With heavy teaching loads, high level of scholarly productivity, and active service, the faculty face a challenge in addressing the need for additional community outreach.  4) Effort should be made to assure that opportunities are provided for all faculty to participate in decision making, as appropriate, and that faculty take advantage of those opportunities to actively participate in department decision making.  5) Within the scope of limited faculty resources and a large student body of majors, there is a need to continue to develop lab experiences and service learning opportunities.  6) A committee of faculty from Psychology and Mathematics should be formed to develop solutions to meet the needs of undergraduate and graduate students for a stronger foundation in statistics for the behavioral sciences.  7) In addition to increasing graduate student financial aid, the department should also address other relevant factors of marketing and recruitment for the graduate program.  8) The department should develop a more unified theme for it’s graduate program(s).  9) To support program growth at alternate campuses (Emerald Coast) and beyond, a stronger presence of core faculty at the Emerald Coast locations and incorporation of distance learning will be necessary.  10) The existing advisory boards for the Counseling and I/O tracks should be revitalized with a more active role.  

The review team report presented a set of seven “primary” recommendations: 

1) Develop a “Vision” for the Department.  The broad aspirational ideas generated in the department retreat last year need to be substantially narrowed to identify a special emphasis or theme for the department as a unique niche to focus our drive to prominence.  

2) Create a “Culture of Assessment”.  Consistent with university wide efforts, each member of the department needs to be actively engaged in the implementation of assessment as a routine facet of making data driven decisions for program improvement.

3) Identify Benchmark Departments.  The department should identify several comparable departments in other universities as an external standard for comparison.

4) Operate with “Focused Efficiency”.  This recommends increasing efficiency through a more narrow focus of our limited resources to do “less with less.”

5) Become More Entrepreneurial.  In an era of limited resources, it is critical for the department to take a proactive stance to actively generate additional resources through grants and contracts, as well as community outreach.

6) Embrace Distance Learning.  Technological advances that are changing the face of higher education require all of us to keep pace with technology and use it to our advantage in providing high quality instruction.

7) Ensure Success in Future Recruiting Efforts.  The department should develop its vision for the future and seek to fill vacant positions, most notably for the department chair, with this vision in mind.
The review team also recommended gathering additional data to document the prevailing impression that the department faculty carry an extraordinarily heavy load of both scheduled and unscheduled teaching.  The purpose is to accurately inform relevant parties in support of decisions about allocation of resources.  We have compiled these additional data for the department over the past 6 years, with comparison data for the other departments in the college.  These data are presented in detail in an addendum to the self-study report, in Appendix Y, and confirm that the regular faculty in the Psychology Department bear a teaching load that generates substantially higher student FTEs, student credit hours, and student enrollments than any other department in the college.  Even with limited faculty resources over the past 6 years, the department faculty have yielded unusual productivity in support of the college.

Conclusions and Recommendations

The self-study report and review team report provide a comprehensive evaluation of the Psychology Department at the close of the 2005-2006 academic year.  The department has considerable strengths and accomplishments about which it can be rightly proud.  It also faces a number of challenges for the immediate and more distant future, requiring careful deliberation and planning to establish a more unified and narrowly focused vision comprised of achievable goals.  The department cannot afford to delay this planning process, nor can it afford to leave the planning in the hands of one or a few members of the department.  The active involvement and investment of each faculty member is essential to meet the goal of enhancing our programs to meet the needs of our students in the rapidly changing arena of higher education.


Each of the primary and informal recommendations of the review team has merit.  In the interest of achieving “focused efficiency”, a reasonable set of goals and objectives for the coming year would include the following: 

1. Assure success in recruiting a more diverse faculty.  In the searches to be conducted this fall for a department chair, and this summer to fill two visiting lines, additional effort will be expended to seek and encourage candidates from underrepresented groups to apply.  In particular, one of the visiting lines is to be configured as a post-doctoral fellowship in teaching, specifically focused on multicultural diversity for recruitment.  The anticipated outcome is to increase the number of qualified minority group applicants for all these positions. 

2. Develop additional lab and/or service learning opportunities.  If we are successful in filling the positions above, we should have the resources to staff additional sections of lab courses.  The anticipated outcome is to develop 2 additional lab courses to incorporate into the curriculum by the 2007-2008 academic year.

3. Address the need for enhanced foundation in statistics for the behavioral sciences in the undergraduate and graduate programs.  A committee of faculty members from Psychology and Mathematics will be formed to discuss how to address this issue.  The anticipated outcome is to forward a recommendation to be presented to the department faculty for approval and implementation of a curriculum change in line with the recommendation.

4. Develop additional marketing and recruitment measures for the graduate program.  The college and Office of Graduate Studies have provided $750 to the department to enhance recruitment efforts.  The anticipated outcome is to produce a new set of recruitment brochures and posters for distribution to undergraduate institutions.

5. Revitalize the two advisory boards for the MPAC accredited graduate tracks.  These two boards should be reappointed, with a charter developed to define the scope and nature of their responsibilities.  Each track should meet to develop these boards.  The anticipated outcome is to produce a new charter, appoint a new board membership, and hold a meeting of each board in the 2006-2007 academic year.

6. Identify benchmark departments to generate comparison data to evaluate our productivity, set achievable goals, and assess our progress in achieving those goals.  The anticipated outcome is to identify a set of peer and aspirational benchmark departments, and gather data from them relevant to our strategic planning and assessment.

7.  Create a broad departmental culture of assessment, in which all members of the department are actively invested and engaged in implementing the department’s assessment plans.  The purpose of assessing student achievement is to use these data to reflect on the quality of our curriculum and teaching strategies and identify ways in which we might modify the curriculum or try alternate teaching strategies/activities intended to help our students achieve greater success in their learning. We need to use assessment data to guide decision making about curriculum needs and faculty development, with the intent of improving the quality of education.  The anticipated outcome is for measurable student learning outcomes, consistent with the undergraduate ALC and graduate ALP, to be clearly presented in all course syllabi by the end of the 2006-2007 academic year.

8. Develop a clear vision for the department which incorporates “focused efficiency”.  The faculty retreat in October 2005 was a good beginning for this process which should continue with another faculty retreat in the fall of 2006, as well as in regular faculty meetings.  The anticipated outcome is a narrowed articulation of the broad array of ideas that emerged from the last retreat, to represent a clearer departmental vision for the future and serve as a guide for strategic planning and filling the chair position. 
In addition to the above recommendations and outcomes for the department to pursue, we offer the following recommendations for the university administration to support the department in its efforts to maintain its high level of productivity and quality education, scholarly work, and service.

1) Assure appropriate resources to recruit the level of administrative talent needed to fill the position of department chairperson.  This includes an appropriate salary level, as well as resources that such an administrator might seek to negotiate to support the department in the future.  

2) Carefully examine the issue of equity in distribution of financial aid resources for graduate students in the college and university, with the aim of providing equitable financial aid to programs that will enhance their capacity to recruit more talented students.

3) Assure allocation of appropriate resources to support existing programs and enhancement of those programs at UWF Emerald Coast.  In our department, establishment of a full time, resident faculty at that campus is critical.

4) Assure equitable allocation of resources to the department in recognition of it’s extraordinarily high level of productivity in generating student FTEs, credit hours and enrollments.
UNDERGRADUATE ACADEMIC LEARNING COMPACT
Mission Statement

The Psychology Department strives to provide quality undergraduate and graduate education in Psychology and its applications, and to contribute to the community, region and profession through research and service.
Student Learning Outcomes

UWF Psychology graduates should be able to do the following:

Content

· Recognize and apply terminology, concepts and theories in these areas

· Research methods and statistics

· Social influences on behavior

· Influences of learning and cognition

· Biological influences on behavior

· Developmental influences on behavior
Critical Thinking

· Describe and apply the scientific method to answer psychological questions

· Describe, use and interpret statistical data

· Critically evaluate and integrate psychological literature

· Apply psychological theory to practical problems

Communication

· Use clear and professional language in oral and written work

· Correctly use the editorial style of the American Psychological Association

· Use technology appropriately to communicate
Integrity/Values

· Describe and apply ethical principles in the use of humans and nonhuman animals in research

· Describe and adhere to professional ethical principles

· Describe and adhere to principles of academic honesty
Project Management

· Design and implement (individually or with others) a project to examine a psychological question effectively

· Complete projects that require planning and time management
Job Prospects for Psychology Graduates

Psychology graduates work in a variety of settings following their undergraduate work.  They can enter the job force and work in schools, hospitals or industry, or they can continue their education in graduate school.  Some specialized Psychology jobs require advanced degrees.

Employment Counselor

Researcher

Testing Specialist

Human Resources Manager

Behavioral Technician

Probation or Correctional Officer

Rehabilitation Specialist

Sales and Marketing Specialist

Mental Health Worker

Child Care Specialist
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This report was created as an outgrowth of the University of West Florida’s commitment to the systematic review of its academic programs on a five-year cycle, and the intent of the review process is to “enhance and support” the improvement of the university’s programs. 

To that end, the Department of Psychology prepared an extensive self-study report under the direction of its Chairperson, Dr. Ronald Belter, with the assistance of other team members from the Department of Psychology.  Subsequently, the external review team completed a two-day site visit that involved interviews with multiple stakeholders including:  UWF administrators, Psychology Department faculty members, undergraduate students, graduate students, alumni, and community members.  

As a result of this process, it is believed that this report is an accurate and objective reflection of the current status of the Department of Psychology at the University of West Florida.  Further, the report also includes a consideration of the historical context of the department and the university, with recommendations for the near-term future of the academic unit.

General Comments

The Psychology Department at the University of West Florida is a relatively large academic unit with 16.5 FTE faculty serving the second largest number of undergraduate majors and the largest number of graduate students in the university.  The emphasis at both levels is on the scientific bases of the discipline of psychology and the programs adhere to rigorous academic standards.

The students at both the graduate and undergraduate levels are ethnically diverse, consistent with the demographics of the surrounding community; and they represent the types of students one would expect at a regional comprehensive university.

The current faculty is extremely dedicated to a variety of instructional activities; a broad range of scholarly research; and service to the college, university, and the discipline.  There is a healthy gender balance within the Department but also a clear need to continue efforts to recruit a more racially and ethnically diverse group of colleagues.  It is readily apparent that the faculty is engaged, collegial, and productive; and any major concerns or problems related to morale (referred to in some of the historical information) are limited and isolated.  However, special efforts to include all faculty members in various processes may help in those instances where individuals feel disenfranchised.  

Thus, the clear sense is that the Psychology Department at UWF is “alive and well.”  The only cautionary note to sound at the outset relates to the fact that the department has been in an “extended period of transition,” and it is now important to move forward with a renewed focus and a shared sense of purpose. 

Resources

The Psychology Department is housed in a relatively new building, with adequate space for traditional classrooms, seminar rooms, faculty offices, laboratories, and space for graduate students and clerical support staff.  To the extent that any space in the building is presently underutilized, plans should be developed to maximize its use.  For example, it was noted that space on the first floor that was intended at one point to house a reception area for a clinic is not presently functional.

Instructional technology resources in the classrooms and computers in faculty offices are adequate, and it is reported that phased replacement of this equipment is scheduled on a regular basis.  The computer lab containing 26 PC stations is scheduled for a complete upgrade for the 2006-2007 academic year; and new cpu’s, monitors and printers are clearly necessary.  The Department has had a .75 FTE computer support specialist for several years, and a request to increase this person to 1.0 was just granted by the CAS Dean’s office.

Library holdings in Psychology and related disciplines are more than adequate, and the Department benefited from a Collection Development Project in 2001 that infused an additional $20,000 for new book acquisitions.  Hardcopy and/or electronic journal subscriptions permit ready access to the major (and quite a number of secondary and specialty) journals in the discipline.

It is difficult to evaluate the adequacy of the stable annual operating budget of $34,000, since the budgetary process at UWF is somewhat centralized.  A number of budget items that might otherwise be a part of Department E & G monies are paid from other accounts.  As one example, although no faculty member complained about a lack of professional development funds to travel to conferences to present papers, no one seemed to have a very good idea of the source(s) of such funding.  It was reported that the UWF upper administration is committed to a process of “budget transparency.”  As this process is more fully implemented, it will become possible to ask the right kinds of questions to assess the adequacy of the current budget and/or make a compelling case for additional operating funds.

Faculty Activity Patterns

As noted in the General Comments section above, faculty members in the Psychology Department are highly dedicated to their instructional activities.  Through a combination of formal classroom instruction at both the undergraduate and graduate levels; direction of master’s theses, internships, and/or senior honor’s theses; and individual or small group mentoring of students, the faculty is an extremely knowledgeable and highly energetic group of scholars.  Their positive reputation in this arena is well known throughout the UWF community and was enthusiastically endorsed by student and alumni groups.

In addition, virtually all members of the faculty maintain an active program of scholarly research appropriate to the mission of a regional comprehensive university.  Faculty members regularly publish in national and international journals; produce books and book chapters; and present papers at regional, national, and international conferences.  A number of faculty members have also been successful in acquiring extramural funding, including several with highly competitive federal grants.  In view of the teaching loads in the department, the overall level of scholarship is most impressive.

Faculty members are also actively involved in important service to the Department, the College of Arts and Sciences, the University, and the discipline of psychology.  As in other areas of the professoriate, faculty members take their service obligations seriously. They serve on various committees at UWF, a number serve as ad hoc reviewers for professional journals, and some serve on editorial boards.  Significantly, the office of the Southeastern Psychology Association (SEPA) is housed in the department, and this brings additional positive attention to the university.  

The one area where service activities may require additional focus and effort is in community outreach.  Such involvement is critical to the mission of UWF; and, in addition, community service can yield considerable payoffs in the public relations domain and even lead to entrepreneurial benefits.  Moreover, when combined with service learning, these activities can help connect students to the community and provide “hands-on, real world” experience. 

Finally, it should be noted that a concern was raised about heavy teaching loads within the department, with several individuals suggesting that Psychology was a “cash cow” for the university.  Based on the relatively large number of undergraduate majors and graduate students translating into high FTE productivity for the department, this may indeed be the case.  However, in the absence of comparative information utilizing data from other academic units, this remains to be demonstrated.  It would seem relatively easy to gather this information and relate the student FTE generated to a number of relevant indices (e.g., faculty FTE, the number of undergraduate and/or graduate sections offered) across departments.  Such data could lead to important decisions related to requests for additional resources or efforts to be become more efficient in course scheduling.

Governance

During the last few years, the Psychology Department has expanded its efforts to standardize and codify a number of policies and procedures.  Examples include:  the Department “By-Laws,” with a Summer Teaching and Overload section; and the “Faculty Workload Policy” document.  These initiatives have emerged in tandem with similar efforts within the university at-large.  At all levels, the desire is to make the university’s operating procedures more clear and to avoid doing business on an ad hoc basis.

However, several individuals raised concerns about the processes through which certain decisions emerge.  Although this concern was expressed relative to multiple administrative levels within the university, particular Psychology Department issues focused on:  (a) short timelines for making important decisions, with less than optimal opportunity for digesting information and discussing options and possibilities; and (b) a perception that a small number of individuals sometimes make decisions without adequate input from all parties.  It is suggested that the Interim Chair, together with the Executive Committee, work diligently during the coming year to ensure that they are being as proactive as possible in planning for key decisions.  This will require obtaining and disseminating relevant information, announcing important projects and events well in advance, and making efforts to include all individuals in such processes.  When short timelines are unavoidable or the need for quick action is indicated, those in key leadership positions need to be “creatively reactive” in an effort to be decisive, yet inclusive.

Undergraduate Program

The undergraduate students interviewed were very positive in their evaluations of the program, and to a person commented positively about the dedication and availability of the faculty.  The department has recently begun the first phase of a revision to the undergraduate curriculum in which the intent is to provide additional experimental laboratory experiences for majors.  Thus far, only one or two such labs have been developed, but the goal is admirable.  Students frequently commented on the need for additional “hands on” research experience of the type envisioned, and such experiences dovetail with the UWF QEP theme of “creating communities of learners through active learning and student engagement.”  

In addition, to this modification to the curriculum, a 1credit hour on-line course, “Careers in Psychology,” was created to orient majors to the discipline and assist them in thinking about possible career paths.  Greater attention to service learning opportunities can further expose students to career opportunities in psychology or related fields.  For some students, dual majors or greater interdisciplinary exposure may help them combine a psychology major (or minor) with other fields.  The department should also avail itself of the services of the UWF Career Center, and specifically use “Jason Quest” for placement assistance of students who are not headed to graduate school.  Through a combination of these strategies, students will receive assistance throughout their undergraduate program and be less likely to end up with a degree in psychology but have no clear idea of how to make it work for them.

Based on both student and the faculty comments, there is a recognized need for training in statistics in applied psychology beyond the basic STA 2023 course.  Students should have the opportunity to become familiar with and use the Statistical Package for the Social Sciences (SPSS) and to work with data sets coming from the social sciences.  It is suggested that a committee of Psychology and Mathematics and Statistics faculty be established to discuss and work out the details of this plan.

The undergraduate curriculum committee should continue to work to implement subsequent changes and ensure that student learning outcomes are linked to these changes.  Further, it is imperative that data related to these outcomes be used to provide feedback about and ultimately contribute to additional modifications to the program.

Graduate Program

The M.A. degree program in Psychology is clearly grounded in the scientific bases of the discipline, with key attention to important content areas long embraced by the American Psychological Association (APA).  All tracks in the graduate program are viable, and the objective criteria associated with the quality of students admitted into the program (i.e., GRE scores and GPAs) are quite consistent with those expected at a regional comprehensive university.  Since the last 5 year review, the tracks in Industrial/ Organizational and Counseling Psychology received a full 10-year accreditation from the Masters in Psychology Accreditation Council (MPAC), an important endorsement of program quality.

Despite the fact that Psychology enrolls the largest number of graduate students in the university, the enrollment trend has declined somewhat over the last few years.  Happily, this trend seems to have been reversed, and efforts to maintain appropriate enrollments should continue.

One causal attribution for declining enrollment mentioned in the self-study involves inadequate financial aid for graduate students.  This involves both graduate assistantships and tuition waivers.  The administration responded with an increase in the amount of the basic assistantship in Fall 2005, and an additional number of assistantships were given to the department in Spring 2006 and even more for the 2006-2007 academic year.  Thus, the university has increased its investment in graduate education, and the Psychology Department has benefited.  In addition to graduate assistantships, the tuition waiver issue also requires attention and is of particular importance for out-of state students.  As the residency requirements have become more stringent (or have been interpreted more stringently), it has become more difficult to recruit out-of-state students in the absence of this form of financial assistance

One suggestion for improvement that requires institutional attention involves the timing of the announcement of these awards.  Since the Psychology M.A. program is indirectly influenced by a national “decision date” of April 15 for Ph.D. programs, assistantship and tuition waiver offers need to be extended in early spring in order to attract highly qualified students.  Therefore, the department needs to have a clear idea of the resources it will have available to distribute to new students shortly after the first of the year.

While clearly acknowledging the relevance of graduate student support to enrollment trends, it is quite likely that attention to other factors could positively impact these trends as well.  For example, additional marketing and recruiting efforts should be undertaken at various levels (Department, College, and University).   The best marketing people are likely to be the faculty, current graduate students, and alumni.  A focus on student research activities (particularly in the General Track), applied training opportunities in the I/O and Counseling Tracks, and testimonials from successful alums can all be utilized in a campaign to interest potential students in the M.A. Program.

One of the most important things that should be undertaken is a process to refine and clarify an emphasis (or emphases) for the Graduate Program.  The development of a unifying theme would help to integrate various aspects of graduate training at UWF and create an identity for the Department.  The creation of the two Certificates (in Health and Cognitive Psychology) represent a start in this direction, but it was unclear that these are much more than “on paper” options.   The Department has long embraced a “Doctoral Dream,” but in the absence of a clearly articulated specialization, it is almost certain that the creation of a Ph.D. program will simply remain a dream.  

On a related matter, it was suggested that the singular noun Graduate “Program” is in reality a misnomer, since the tracks operate in relative isolation as independent “Programs.”  When the review team met with graduate students from each of the tracks who were enrolled in the same class, the tendency to affiliate primarily with same track peers was striking.  Although this is a natural tendency that characterizes many graduate training models, one recommendation involves efforts to facilitate greater interaction among students and faculty in the various tracks.  The Chat-N-Chew alternative to a formal Colloquium Series is helpful, but additional creative options should be pursued.

Several additional issues emerged from discussions with current graduate students and graduate alumni:

As mentioned above in the context of the undergraduate program, the need for specific training in applied psychological statistics was also identified by graduate students.  The earlier recommendation related to the formation of a joint Psychology - Math/Statistics committee should be the first strategy for addressing this training issue.

Students in each of the tracks expressed varying concerns about scheduling.  Although many of these were idiosyncratic, among the issues mentioned were:  increase summer offerings, ensure a reliable rotation of courses, times of courses should not be changed after on-line posting, attend to the time blocks for classes (most do not like 3-hour, one day per week scheduling).

Several students complained that the Neurocognitive Lab was not fully operational as promised at the time of their recruitment.

Several alumni from the I/O Track suggested that more interdisciplinary electives should be available (e.g., Employment Law).

Emerald Coast Program

The Psychology Department presently operates an undergraduate program at the Fort Walton Beach Campus of UWF, recently branded as the “Emerald Coast Campus.”  Courses in this upper division program are staffed by two .5 FTE faculty members, and this allotment of faculty is judged to be adequate for the current complement of students there.  However, if growth is to occur at that instructional site, additional course offerings and greater opportunities for interaction with core faculty will become essential.  It is incumbent upon the department and the university to ensure that the quality of the education received in the academic program in that location is comparable to the one on the main campus.

One option that has not been embraced thus far by many faculty members of the department involves greater use of distance learning options.  Both teleconferencing and on-line instruction can make efficient use of limited resources and contribute to an increase in FTE.  Also, the creation of hybrid instructional modalities with a combination of face-to-face faculty contact at a reduced frequency (e.g., bi-weekly) supplemented by on-line instruction should be explored.

Alumni and Community Input

A small number of alumni were also interviewed, and those present expressed satisfaction with the programs from which they graduated. The department has begun to do a better job of tracking its graduates and has been sending its recently developed Newsletter to those in the database via email and regular mail.  These efforts to maintain greater contact with graduates have come about in part because of recommendations from the previous 5-year review, and it is suggested that the UWF Alumni Association may provide additional assistance in this regard.  Several alumni indicated that they visited the department website from time to time and links to past newsletters are available there.  Finally, the Department has previously established community advisory boards for its graduate tracks; however, these groups are inactive at this point.  It is recommended that the department infuse new energy into this endeavor and use this as a vehicle for greater community involvement as discussed above.

Primary Recommendations

It should be readily apparent that there are a number of recommendations and suggestions for improvement in the preceding narrative.  It would be a mistake for anyone at the university to simply ignore those comments and to focus only on the following “Primary Recommendations.”  However, key issues for the near term success of the Department of Psychology at the University of West Florida are summarized below for particular emphasis.

1.  Develop a “Vision” for the Department 

It is imperative that the faculty work quickly to agree upon (and likely narrow) its focus.  The summary of the faculty retreat ended with a “brain-stormed” list of 22 Program Development and Enhancement Goals and Objectives.  This is an excellent beginning, but the list must be narrowed to a handful of focused, achievable goals.  As noted above in the context of the section on the Graduate Program, it would also be most helpful to identify a special emphasis or theme for the Department (e.g., Health Psychology and/or Cognitive Psychology).  Faculty members are productive but largely work as individual “bench scientists.”  There can still be plenty of room for individual efforts within this “vision,” but it is believed that a unifying emphasis can contribute to a unique niche and progress toward prominence within that niche.

2.  Create a “Culture of Assessment”
The mandated attention to Academic Learning Compacts and the recent SACS Reaffirmation cycle at UWF has created opportunities for greater attention to institutional effectiveness.  As behavioral scientists with considerable training and skill in outcome assessment, psychologists should be leading the way in these endeavors.  Yet the impression emerged that only a few individuals in the department are actively involved in these processes.  The current assessment plans represent a good first effort, but refinement is clearly indicated.  Moreover, as outcomes begin to emerge, changes should be implemented as part of the effort to use data for program improvement.  In addition, as referenced in several places above, use of internal/UWF Institutional Research information can assist the department in making (and helping others make) “data driven decisions.”

3.  Identify Benchmark Departments 

Consistent with the second Primary Recommendation above, the development of both peer and aspirational benchmark departments will facilitate assessment of progress toward achievable outcomes.  UWF has been identified as a regional comprehensive university, and the Psychology Department should select several relevant programs with which to compare itself.  The issues of “who we are” and “what do we want to become” are more easily addressed when appropriate external standards or perspectives are established. 

4.  Operate with “Focused Efficiency” 

It was stated in the self-study that the reality of higher education in the 21st Century involves “doing more with less.”  In light of this reality, the Psychology Department should strive to do whatever it does with “focused efficiency.”  This may actually involve doing slightly “less with less.”  An example of this involves the (very likely difficult and painful) decision to close down the M.A. Program at the Emerald Coast Campus.  However, an emphasis on focused efficiency may actually contribute to an improvement in the quality of the activities in which the department engages.

5.  Become More Entrepreneurial 

If the reality of Higher Education indeed involves “doing more with less,” a positive response to that reality involves efforts to gain additional resources.  A traditional, highly valued academic approach to resource acquisition involves securing extramural funding via grants and contracts, and these efforts should be encouraged.  It is hoped that as the university reviews and potentially restructures its tenure and promotion criteria that efforts to secure funding will be valued and not simply success in receiving an award.  Also, the university needs to increase its efforts to assist faculty in identifying funding sources and preparing grants to increase the likelihood of success.  Finally, increased community outreach may identify local sources of support that would otherwise go unnoticed.

6.  Embrace Distance Learning
The Psychology Department has begun to offer some of its coursework through distance learning instructional modalities.  As noted above, the 1-hour Careers in Psychology course is fully on-line, and a few teleconferencing courses are beamed to the Emerald Coast Campus.  However, over the next few years, it is suggested that more faculty become involved in distance learning.  One very effective approach to distance learning involves a creative combination of a reduced amount of face-to-face contact, with additional instructional activities offered on-line.  Such a combination maintains the traditional “sage on the stage” approach that has been a part of the academy for centuries, with the addition of the more recent “guide on the side” alternative.

7.  Ensure Success in Future Recruiting Efforts 

The Psychology Department has been promised the opportunity to fill its two vacant lines, one of which will focus on the new Chair.  After an unsuccessful search this past year, special efforts should be undertaken to secure a new leader.  Attention to a number of the recommendations contained in this report is likely to be helpful in this regard.  It is unrealistic to expect that the new chair will come into the department and “set your course.”  Instead, it is important to work in the short term to establish a more clear focus on where you want to go, so that she or he can lead you there with only slight “course corrections.”  In addition to the Chair search, UWF has recognized that much of its growth needs to occur to the East.  The Emerald Coast Campus (along with the military installations in the Panhandle) presents growth opportunities for the Psychology Department.  However, resources will follow growth, not precede it; plan carefully by developing enrollment projections and tracking increases.  Also, it may be that a different type of faculty member may be needed to succeed in that location; possibly non-tenure-earning, but on continuing contract.  Finally, there will likely be several other replacement positions due to retirements or resignations.  These will represent important opportunities for the Department that may require thoughtful discussion and planning. 

Department of Psychology

Academic Program Review

Dean’s Response

Jane S. Halonen

June 12, 2006

I am very pleased with the comprehensive review provided by the APR team consisting of Dr. Bernard Jensen (Psychology Chair, University of Central Florida); Dr. Susan Harrell (Legal Studies at UWF); and Dr. Rohan Hemasina (Mathematics & Statistics at UWF).  After interviewing faculty and students, they have provided a good picture of the current status of the department and all reported being very favorably impressed with what they observed both at the graduate and undergraduate levels in Psychology.  Their conclusion that the Psychology Department is “alive and well” sets the stage for a variety of comments they provided to assist the department with its evolution.  Dr. Ron Belter, outgoing psychology chair at UWF, provided an executive summary as well as a formal response to the review.  The executive summary included a status report on recommendations from the 2001 APR, which is where my response begins.

Prior Review

1. Enhancement of undergraduate program.  Goal Partially Met. The APR recommended increased attention to the undergraduate program including service learning or expanded honors offerings.  The department did conduct a comprehensive curriculum review but have not been able to address the specific enhancements recommended in the APR.

2. Hire two Fort Walton Beach faculty members.  Goal Not Met.  We were able to hire some part-time faculty but the college was unable to provide two full time lines, particularly in view of declining enrollment shifting to a lower cost, greater efficiency competitor in the area.

3. Develop a colloquium series. Goal Partially Met.  The “Chat N Chew” series does a good job to help students get to learn about faculty research but broader advertising would help with the department goal of achieving greater recognition for quality.

4. Improve tracking of grad student progress.  Goal Met. The new database can help with tracking assessment outcomes as well.

5. Improve departmental governance.  Goal Met. Substantial changes in clarity of protocol have helped promote greater collegiality and reduced tension.

6. Unify graduate program focus across tracks.  Goal in Progress. Although the department has developed two new certificates, the unifying themes of the department have yet to emerge to help the department claim distinction.

7. Establish training clinic. Goal Not Met.  There has been discussion about the use of the clinic space built into the Psychology building as well as affiliating with other health care delivery systems, but no firm plan has emerged.

8. Replace vacant positions.  Goal Partially Met.  An unsuccessful chair search, a full-time faculty member resigning, and a retirement added pressures to the department in relation to personnel.

9. Increase grad student stipends.  Goal Partially Met.  Some new funds were allocated and psychology received a large proportion of those funds to bring their support more in line with the number of students served.  However, there is a long way to go in graduate support before our programs can be truly competitive.

Department Strengths & Weaknesses


I agree with the depiction of the program as one of the most productive departments in the college.  The range of expertise is impressive but in some ways the breadth may work against the department in terms of establishing salient features on which they might found the claim for distinctiveness.  The robustness of individual interests can sometimes threaten the collegiality that has evolved in the department.  


The department does have superb support staff as well as physical resources in the Psychology Building.  Library resources also appear to be more than adequate for the needs of the students and faculty.


I concur with the APR and the outgoing chair that clarity of vision remains a challenge.  Although there was a productive retreat held this year, the tendency to overcommit remains a problem.  Getting this group behind a narrowed set of goals will be a huge challenge for the incoming chair but it will be essential in creating a stronger department profile.  The goals set forth in the Strategic Planning document seem particularly appropriate for this stage of their development.

Department Opportunities


The evolution of the department has unfolded against a backdrop of significant change at UWF. I look forward to hearing about the vision work that the department will enact this year to prepare for the arrival of a new chair.  In addition, the department does need to approach distance learning with greater enthusiasm since it appears that this is the most obvious area of our enrollment growth.  The career course is a good start, but it would be heartening to see some other online options.

Department Barriers


Resources are in short supply as the Executive Summary points out.  However, I think the inclusion of accountability practices as a “barrier” in the summary is indicative of a serious problem facing the psychology department.  Of all departments, this is the one where we should expect the least resistance to gathering evidence on effectiveness.  As long as assessment is seen as a burden rather than a tool, I would predict some challenging times ahead in relation to systematizing data collection and interpretation.

Current APR Recommendations:

1. Improve ethnic and racial diversity of faculty.  I’m very pleased at how creatively the department has already responded to this suggestion.  They have proposed doing some post-docs in visiting lines dedicated to multicultural coursework that may allow the opportunity to “grow their own.”  Success with this model could serve the department and UWF very well and provide greater evidence of the department’s distinctive contributions.

2. Increase clarity of budget matters.  There is a push by central administration to be as transparent as possible in budget matters.  Many aspects of budget are channeled through the Deans Office.  I concur with the chair that faculty would be able to get specific answers on their financial questions if they chose to pursue it, but I would be open to discussing other proposals for decentralizing budget.

3. Increase community outreach.  This goal lingers from the prior APR.  The sheer number of undergraduate majors could be discouraging in relation to meeting this goal; however, revisiting the establishment of a clinic in league with an existing agency would go a long way toward making a stronger community impact.

4. Improve inclusiveness in decision-making.  I think the department has made great strides in clarifying expectations about faculty obligations.  In general, there tends to be lingering mistrust when decisions transpire at the chair, executive committee, or search committee level in the absence of full (protracted?) discussion in the department.  I get the impression that the process is criticized when the ultimate decision does not reflect the critic’s own position.  No amount of group discussion is likely to produce full consensus and the new chair will need to determine how best to navigate in the trade-off between protracted group discussion and decisive and timely action.

5. Expand lab opportunities.  This is perhaps the strongest outcome of the recent undergraduate curriculum review.  Many new lab opportunities have been added that strengthen the curriculum.

6. Explore Statistics models.  I support enriched discussion between Math and Psychology about how best to get the needs of psychology students addressed.  The Math Department has indicated openness to this situation in the past.  Proposed solutions will need to take into account the limited access to new lines during flat growth periods that we are experiencing.

7. Expand recruitment.  Although we made some strides in marketing and funding of grad students, there is much to do.  The arrival of the Dean of Graduate Programs has been instrumental in critical changes this year but we anticipate further changes in administrative infrastructure, support, and communication that will strengthen recruitment and retention.

8. Unify graduate programs.  This is perhaps one of the most important recommendations.  Currently, we are running some classes that do not meet threshold for the costs entailed of operating the class.  In the past, the concept that psychology meets its obligations with substantial intro hours (i.e., “cash cow”) has tended to be invoked to address graduate shortfall.  With the new emphasis on graduate education, we need to be working on appropriate cohort planning to maximize graduate enrollments.

9. Expand program outreach.  The enthusiasm and talent of the Emerald Coast faculty should naturally push this goal but it may take more persuasion to involve the department in distance options.  Some pressure will be brought to bear to put Gen Studies options online next summer for all departments in the College of Arts and Sciences.

10. Revitalize advisory boards.  Greater activity and advising from the community would also meet the goal of community outreach.

Primary APR Recommendations

1. Develop a vision.  The department has achieved a level of excellence on the basis of their individual contributions.  What keeps them from making the leap to distinguished is the absence of commonality.  Deciding on what basis they should make their claim will address many elements in this report as well as help with resource decisions.

2. Create a culture of assessment.  Given the state of Florida’s requirements about accountability, it would be very helpful for the department to embrace this requirement rather than view it as a distraction.  What would have to transpire for them to pursue assessment practices to answer questions they should legitimately have about the quality of experiencing they are offering?

3. Identify benchmark comparators.  I agree that knowing the competition would help craft a clearer vision and perhaps provide some new operational ideas in the process.

4. Do “less with less.”  This is a hard concept to accept but it is essential.  We need clear priorities coming out of this group to help allocate resources appropriately for a narrow range of priorities.

5. Increase entrepreneurialism.  Although there are some entrepreneurs in the department, the perspective that external fundraising can promote autonomous function is not part of the climate in psychology.  It would help substantially to have fund-raising opportunities to potentially shape what the department wants to accomplish because I don’t see new resources in abundance for the foreseeable future.

6. Embrace distance learning.  This context is where enrollments are most likely to generate increases; therefore, it would be helpful to get a more proactive response in the department to help with this university goal.

7. Improve recruitment successes.  We learned a lot from the last unsuccessful search that should sharpen our process and enhance our success this round.

I’m proud to be associated with the Psychology Department as a faculty member because I think they are solid professionals.  I look forward to their next stage of evolution in which I think they can work out the distracters and barriers that get in their way for making a true claim for distinction.

