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The Fourth Arnual Scainar was held on July 9 and 10 in Austin, Fexas. Using as the gener
.there for the Sawinar, "An- Inquiry into the Implications for Speech Comrunication of Current
Trends in Higher Education,' Seminar Director David H. Smith’spent tle first session presentin
an over-view of the trends as perceived by college andwsniversity administrators. The arcas of
corcern [or the speech communication arts and sciences as outlined by Dr. Smith were: °

The population curve both regionally and ﬁationally. . .
The surplus of trained ranpower, ' ‘ .
The surplus'of Ph.D,s. , .
Thé growth of proprietary schools.
_Possible Federal atcreditation.
The decline of {disciplinary associations.
The growth of life-long learning. . -
1

_AMM_M.

‘The rise of litiéhtion over appointment and tenure procedu¥es.

. The rise of- collective bargaining.

10. The new occupational emphasis.in higher education. -

11, The bureaucratization of state higher education systems.

12. The social class relevance of instructional goals.

13. The ecouonic pinch on private tolleges. ”

- 14, The decline in verbal examination scores and student.articulateness.
" 15. Open admissions. ‘e

W oSNy W N

FD11487 0

. Taking these concerns as a gtarting point, thé forty Seminar attendees formed five task
forces to discuss, analyze, review and prepare position papers. Those tazk forces narrowed th
areas 0f concern to: placezent of speech communication graduates, collective bargaining, grad

“e education, enrollment pressures, and consolidating prograns.
The recomrendatlons from these groups were presented to the Seminar. After a discussion o
adh report, a final p051tion paper was prepared. The proceedings include Dr. Sﬂitb s spcech
and the reports. .
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4 " - CURRENT TRENDS FOR SPEECH . - - - . y
- e COMMUNICATION PLANNING . | 1 i
;‘ “) 1 . e )—l - Ji

- . David H. Smith
. . / . ) - 1

[N ¢ .o -
I an pleased’ to be here with others who are both speech commynication fatulty menibers and
administrators. The rhetoric of higher education doe not accord much praise to the adminisgrat
Indeed, he is much maligned. The child of % faculty member I know is especially proud of her 1
rag doll. She says she called it "adminisgretor" becausg it can lie in any positiom.
Perhaps that rhetoric is functional. It way help maintain the partitipative elewments in o
decision-wiking processes, it -may serve as needed humbling for experts who are ~cting outside t

areas of expertisé, and, of course, it always gives a good rationale for returning to the'clgss?

3

for those who pb longer find the administrative game worth the candle. )

Administration in higher cducdtion is, however, socially useful work. Institutions need |~
intelligent leadépéhip. As much as faculty ard students occasionally resent the intrusion of
administrative work intd intellectual pursuits,. it is only the buffer provided by faculty admini
strators that prevents.the intrusion from becoming a major disruptiom. Complex institutions ne
to be directed by thode who share the values that justify the-instititions. o
] ‘This is not to say that departmental administration is easy. Quite the contrary. - The frus
tration is great. More and more Fimg must be spent in managing the day to day'getails. Forms
must be filled out, student complaints nmust be heard, faculty must be $imultaneously mollified,
cajoled, and inspired, staff must'be hired} c%gsses must be met, and bdﬁgpts must be stretched
Sonetimes: even beyond the breaking point. In the midst of all tHis the Dean's office is sure,
to request seven new reports by the end of the week., ‘ 1 . _

But it,is not just the amount of Wetail that creates frustration. Somé conflicting forces
seem to ?ie;g to no rational, reconciliation.~ There is nc really reasdnable way to decide whethe
the department will benefit more from spending the mores for faculty travel or for teaching aids
" Yet the decision must be made. No one can find a really satisfactory way to 'say to a colleague
that tenure has been denied. * . . Co ‘ ] .

In the midst of this press of detail and need to be Solomon, it is hard to find time to
examine the larger questions aboet wheré higher education is in the society, and what the future
" is likely to bring. YetTthe options which individual colleges and departments will have‘depend

mportantly on the arswers to the larger questions. Our purpose will be to examine those larger
guestions in the framework of planning for the future by Speech Communicagion departments, for
Yithout effective planning we cannot hope.to meet either the challenges or opportunities of

.

he future. ’

. .
. -
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In Summer 1967 Daédalus.considered “the future in a volume called "Toward the Year: Two . }

Thousand: -Work in Progress." It contains both the good news and the bad news. The, good news
»is ~{n a llSt by Herman Kahn of 100 Technological Innovations in* the Vext 33 Years. Among those
ftems listed are?! ‘ , ?
. " 1. The use of cyborg techniques - ) "é . \\
2. The possibiiity for human hibernation, . e v
T 3. ‘Super effective relaxation and sleep
- . AN ) " . ’ .
4, Piograrmed dreams .. ' . T

- - . ’ L .
5. Effective means of appetite and weight control ’

a . - .
¢ . .

. 6. Non~harmful metHods of over-indulging.

Each of these certainly suggests ways of handling adminlstratlve pressures. You can plah at the
very least on self-indulgence and temporary escape.

George Millef provides the bad news when he quotes R, J. Herstein on "The Principle of the
Conservation of Trouble.” That principle holds that as each difficulty is solved, a new one
arlscb to take its place. The only problem with the principle of the conservation of trouble is
that new di“ficulties scem to arise even wken the old ‘ones have fiot heen solved. Perhaps the
real ‘-motivation for planning 1s to get the' old problems takén care of .to have time for the
new ones'. ,

In any case, -effective planning begins with understanding the pressures ;that plans must
meet, pressures’ both from within and without the organization. I will assume that you are aware,
perhaps more than you want to be, of internal pressures on your department. I will focus on
pressures from outside. The societal ptessures impacting Yigher education are numerous. Ve cann
consider them all, but several seem particularly worth mentioning as a background for .our con-
sideratioff of planning for Speech Communication departments.

In the® last several years there haés been a change of gttitude towards higher education “
itself and towards the pldce of higher education in American society. This is not simply a
hangover from the reaction to student rebellion of the Viet Nam period, rather, it is the result
of eur very success during the sixtYtes. ¢ . > |

During that period the percentage of young people 'in post secondary education more than
doubled. The percentdge of 18-year olds in some form of college for some part of the year was

8% in 1950 arnd $07 in 1970. 1In 1970 there were approximately 9.5 million students in this

v
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" country.

. the growth has halted.

“for occupatiochet relevyanty almost with a vengeance.

" those of us who ,did our graduate work during the 1960's.

LA A L Tt A R
.

_to face the kind of-contracting financial base that looms ahead. .

.The percentage of the gross natiomal product allocatgd to higher educatlon went from

1% in 1950 to 3% an 1970,. a tripling over.a twenty-year period The. Federal dollars devoted t

'hlgher education Went from virtually nothing at tfhe end of World kan‘TI to eight billion dolla%

in 19701 We may.not think that is nearly enough, but it is certa1nly a substantial increase.

We have been thrbdugh a perlod of growth that any Aindustry would consider stunning. In the pro

some basic aspects of the way we are regarded have chan%ed Those changes persist even thoughl
i

Collegle is now v1rtually open to all. Open admissions 1n,the public sector .is here.
result, we have removed the mystery from higher education, and made College ne- longer a place o
for the elite. Society expects the higher education oppdrtunity to be available to each citiz
perhaps in a two-year ipstitution or perhaps in a four-year institutjion, penhaps at a state
asgisted university or perhaps at a, private institution, but wherever, the opportunity for pos
safondary education should Be available to all.

Higher education has, in turn, promoted‘egalitarian attitudes hy dropping 1ts ceremonies m
formalities. Commencement, at least at.my institution, is more like a production line than a
meaningful ritual. Along with the mysterlous ceremony, we have taken off our necktles and stop
the use of titles and appellations. Often we are "Dave" or "Jim" rather than "doctor" or

"professor."” I doubt if any of us hasgeseriously considered recently whether or not to teach-in
an academic gown. Higher education is now a routine, mundane part df the everyday scene. The’
mystery is gone and the priesthood has stopped distlnguishi_g itself from the laity.” We are al
faculty and students learning together. The faculty is no longer something puzzling and odd.

It organizes and pickets like any other group of workeis. College seems to many little more th
ar-extension of high school.

; As a result, uaiversity people are no longer treated ,as special or wise. The public seems
be insisting, for example, that we begin to talk so that they can'understand us. They seem to
feel we have .a responsibility to be in our classrooms and offices where students can see us and
hear us. ,They want to know how many hours we work and what we produce. Théy want us to show
that we accomplish something with the moneysthey give us. It is no longer fashionable to be
forgetful and irrelevant. . ’

College is regarded more like a public utility, perhaps, than anything else. We are to be
accountable for delivering a public service at a’ reasonable cost according to governmental.
regulations. |, .

The Federal government through the G. A. 0. is now Working on a standard costing scheme as
basis for a common accounting system to be used by all Federal contractors. When that is
established, our whole, way of organizing and accounting will be fundamentally altered. We will
have standard actountability by the Federal government, just as we now are beginning to have
standard personnel practices through federal affirmative action guidelines.

The public wants to influence our educatiomal goals. A few years ago students wanted us t
be relevant to whatever they thought was important in the society Now we are feeling the dema
Some bf our friends in humanities departme
are really stymied by the problem. How can -they make a major in classical literature’'look like
prevgcational activity? We certainly are struggling with the occupational relevance of speech
communication. There are few want.ads saying, "Wanted, Speech Communication Majors." But. we f
we are teaching insights afid skills,that are marketable. We believé that we can produce a tare
brochure that will sell‘%tudents the notion that they really.can get jobs if théy major with us
Ve can hardly claim to be uninfluenced. .

" These changes in public attitudes toward hifher education are particularly difficult for
The 1960's were years of expansion.
Vhen we completed our Ph.D. work there were half a dozen job opportunities for each graduate.
It was a question of which one of them each of us wanted, not whether any oge would want us.
That period of expansion gave those of us who know no other time expectations. about what is nor
in higher education that we now firfd unmet. We are likely to feel that, the times rather than o
expectancies need to be altered. But, of course, we are powerless to change the times. I talk
recently with several faculty members who know what university life was like prior to and
Fnllnﬂing World Var II. The teaching léads,. the fringe benefits, the .travel subsidies, the
[ER\!:arial assistance and the salaries to which we have become accustomed were not nofmal the
‘ swhose vision of higher education goes back only ten or fifteen years will find it difficu
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That futute is bleak not just because of the change in attitudes toward higher education,
‘t t also beéause of the impact that “the end of growth is already having on higher education.
-Dyme raphic trends take a Iong time to develop and a long time to reverse. It is surprising th
ii has taken us so long to catch oh to their importance. Eighteen— to twenty-year olds have
coustituted the major market for ﬁigher education. Their n Sers can be predicted quite _
accurately well in advance. In the fall of.1976 the number .[ 18~year olds will peak. For the
next seventeen years after that, at“least, it will fall. It's.too late for any of us, even-if
« We were so inclined, to do anything to change that fadt. In 1970 there were '3,700,000 people
18 years of age in our country In 1975 it will be 4,240,000; by 1980 4,120,000; and by 1985
3,513, 000 :

Even now some colleges are closing, some departments are being discontinued, and the numbe
of faculty members in many departmeats is being reduced. A mad struggle is on to maintain
enrollments, One of the most interesting recent articles in the Chronicle of Higher Education
describes efforts by the English Department at Brown University to_ maintain enrollment through
a program in semiotics. Their semiotics program includes such courses as small group communica
t%op non-verbal communication, etc.

./' The fight to maintain institutions, depdrtments and students is not yet driven by a declf&

- : ,

in the absolute number of 18-year olds nationwide, but the still slowly growing pool qf people
-18 to 22 years of dge is about to begin shrinking. What then? The anower is clear. Our
industry will go Into a long depression. More institutions and departments will fold. More
Ph.D.s will be unemployed and that situation will continue for many years. —

The declfne in the birth rate is astonishing. We all know that with the development of
birth control pills and the legalization of abortion, the society suddenly d¢iscovered that ‘beop
did not love those soft little babies as much as we thought they did, but the rate of the decli
was not predictable. The June l3 1975 Higher Education Bulletin summarizes the fertlllty '
information for 1974. g :

The crude birth rate is the number of bi¥ths per 1,000 total popu>
lation. In 1974 this rate was 14.9, the same as in l973 but a rate of
l8 pemscent lower than in l970 and 41 per cemnt lower than in 1957. .

' * - The general fertility rate is the, number of births per 1,000 women
between the ages of 15 and 44. TFor 1974, this rate continued to decline

= to 68.5. In 1970 it was 87.9 and in 1957 it was 122.7, -

The total fertilitY'rate {s the number of births that 1,000 women . *

| would have “in their lifetimes if, atTeach year of age, they eyperienced

| ' . the.birth rates occurring in a given chlendar year. ~ This measure deals

f B with implied lifetime fertility. The total fertility rate yas estimated

{ at’ 1,862 in 1974, compared with rates of 2,480 in 1970 and 3,760 in 1957. )

\ - A rate of 2,100 is needed for the population to replace ;tself 1f there , . \k

Y were no immigration. ) .

-
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If t} trend contindes very long there will be an absolute decline in the total number o
people in ..e socilety. This is an amazing turnaround from the baby boom of my youth The mos
fundamental force affecting higher education is’ simply the change in the number of people to b
educated. We can no longer justify large budgets for higher education by the' growth in the nu
ber of young people to be taught.-

_At the same time that the number of -prospective students-;s declining, our very success h
.taken away one of the major justifications for higher educatién. Remember the days of shortage
There was ateacher shortage, a shortage of nurses and doctors, a shortage of scientists, Russﬁ
had more engineers, and there was even a shortage of professors. We told socilety at that time
that it should support higher education because we could produce more trained manpower, I1f th
wanted to cut.the size of those enormously large classes in the elementary and secondary schoo
eolleges should .turn out more teachers. We rfeeded to catch up with the Russian space effort sc
it was up to our colleges to turn Qut more scientists and engineers. And, of course, ‘to provi
professors to teach all these students, an expansion of graduate education was essential, We
have been enormously successful in training manpower. Almost every major occupational categor
receiving higher education.is in surplus. There are even predictions of a future surplus
of physicians. ‘

Let us look at the extent of the manpower surplus.' Two clues may help measure that surpl
First, at current levels of college attendance each. yedr the economy must absorb new Zraduates
into the job market in approximately twice the proportion as currently exists in the total wor
force. * It must.absorb in_even larger proportion new entrants who have attended collEge but
are not'graduates. .« e

Second, as compared fo other sophisticated societies such as West Germany, Sweden or Japa

, the American economy already absorbs at least twice the percentage of college graduates as
theTrextTration. .

. You iy be familiar with the fact that the Department of Labor in its manpower reports
sort. out various kinds of ocvcupational categories. Two of these are considered college type
categories: professicnal and technical, and managers, officials and proprietors. The pro-
fessional and technical category has grown by 6.7% from 1950 to 1970 while managers, officials
and proprietors have declined by .2%. The twoglollege type categories have increased tlfe tota
|__jobs availaeble in the economy by 6.5% from 1950 to 197Q. During those same twenuy’hegsgd‘“w‘
however, the college “attgndance for the age group between 18 to 22 has increased from about
"~ 20% to over_50% of the population. .

< We are not, faced with a shortage/ of jobs for our graduates because of any kind of tempora
recession phenomenon. We are looKing at a fundamgntal change in the education level of the
manpower in society. .We sold society the notion.that 'we could deliver trained manpower. We
convinced -them that higher education held the key tq upward economic and social mobility. Hay
been so successful, we can now no longer assure to a college graduate a good job and a highex
income. Rather than being needed they find themselves in surplus.

The term ''underemployed" 'is now in Vogue. The’ underemployed are people whose occupationa
fulfillments will be less than their expectations. Many of Qur graduates will face downward
social mobility. They will not be able to obtain the same levels of professional and sogial
status as their parents. o

What this fact will do tq future,attitudes toward higher'éﬁncation is not clear. It may
well be that students will have to go to college to have any change for professional success
at all. It may be that we'll return to an elitist philosophy and pick out the very best for
college with everybody else going to vocational school. Many of us hope education will come t
~_be valued as an end in itself, but there is as yet no evidence that that hope will become reali

|
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* We should be particularly concerned about the Ph.D. glut both Because we control ft and !
because it depresses the price we can .ask for our -services. The Carnegie COdmwission has desd
the outlook for white male Ph.D.s as dismal. "They constitute a Special potential crisis si
that will result in massive disappointment 'in the latter -years OF the 1970s and the earky 198
Thds is#the single most serious-occupati6nal problem the Carnegie Commission sees ahead. 'Inj
1960s the number of Ph.D.s granted increased by an average of 12% per, year. -CATnegie now pr
that the demand for Ph.D:s will fall below 50% of supply. It will be fields like speech com
tion that ‘have traditionally sent most of their graduates into higher educational that will b
hdrdest hit, o . . . -

It seems awfully hard to think of eliminating those graduate courses which are so much f
teach.y We love to have those four or five little elves-who help us with ‘ot research project

- who pretend to emjoy hanging on.our every word. But we have not as a profession tonfronted
directly what we are doing by continuing to admit large numbers of graduate students. Too ma
departments are still trying to strengthen Ph.D. programs that were begun too late and too ma
establkished programs are  still trying to effect economies of scale. We are beginning to see-
pain faced by those now completing the doctorate and finding a shortage &f jobs. As’ that sho
gets worse the pain will increase. . The external pressures will lead.to'diffieult internal -

' pressures, : ' , ‘ .

Faculty careers,- particularly careers for new faculty, are already much less secure and
revarding. It may very well be that as much‘as we revere tenure, that tenure will not offer
"much. protection. A numbex of -administrators have proposed removing the tenure system and.
replacing it with a system of term contracts., That proposal is not likely to be adopted on h
T campuses, at least not in the next several years, but young faculty with litdle prospect for
achieving tenure won't fight to continue it. . . ' : N
Remember that the AAUP guidelines approve tQQAfiring of tenured faculty members under tw
conditions. First, if a program is terminated the faculty may be réleased, Se¢eond, in cases
financial exigency tenured faculty may be released. That simply means that if there is not
enough money you will not be hired, tenure or not. . o : .
We .need to reconsjder our treatmedt of .young faculty. There was a time when.it was all
simply to hire an assistant ptofessor and not review his/her productivity till four or five y
" later! The prospects for tenure were good and other' jobs were always available. The lack of
-, Information on expectations or feedback on performance was poor communication practice but ha
illegal or inhumane. Given the greater difficulty ‘and delay 1n the achie@ing of tenure, howe
good: administrative practice demands a,personnel review with each non-tenured faculty‘member a

- least annually. To let a person go for four or five years with no real information as to the
likelihood of obtaining tenure seems a particularly cruel practice. At the same ‘time, telling
faculty member wyhat he/she ought to do in the next year runs counter to some notions of facult
freedom. Faculty have been free to determine areas of emphasis in research and teaching. We
will have to-find ways to solve that contradiction, ‘ ' '

We may also find that our norms of collegiality and informal decision-making are severely

at -odds with the record keeping and due process procedure necessary to protect ourselves from
litigation. There is currently a litigious climate abroad in the land. You can always be ,sue
but if you are sued it's better to win than to lose. Your best protection is in dareful)
well documented procedures. .Keep good records, ‘make sare that due process has been followed.
" @ nize that some of the old informal procedures that we call collegiality will not square

| '[SRJKZWith these new procedural ‘demands’, The’ external forces will lead to internal pressure on

L Acherished values and patterns. :

-

.




Still another possibie result of the oversupply of Ph.D.s may be the devélopment. of
permanently nbntenu;gd college teachers who float from temporary short appointment to temporaxy
short appointment in institution after institution. Many of us are currently employing peoplé\
on temporary contracts in a way we would not have five years ago. A number of really fine new
Ph.D.s are actepting one-year contracts offered by schools which have some question about the
longterm funding of g'position, have 2 tenure quota problem, or just want to be free to hire a
really superior prospest should one come, along next year. The practice is on the increase and if
it becomes widespread it will be cruel to those hired and damaging to the economic security of
the entixe profession. ’

These external pressures taken in sum are likely to lead to an increaéing feeling of.
poverlessness among faculty members, and hence increase the likelihood of more widespread
faculty collective bargaining. There are at least two key questidns you will want to asgk about
collective bargaining. First, can critical vestiges of that form of coopgration we call
collegiality 'survive under an adversary system? Second, are department chairpersons management
or labor? e . i ' ' ‘

Thie external pressures on higher education are severe, Perhaps they are easier to live
with yhen so much of the rest of the economic-system is also under stress. But the pressures
on higher education will not necessarily be alleviated by an economic upturn. We are a contract-—
ing industry and we have little experience with the management of decline. ’

There are some rays of hope. An expansion of continuing education, more retraining of’
pr&fessionals, increased numbers of older students, and, perhaps, the inclusion of college costs
under social security may all help to keep the worst possible case from becoming the actual case.
Each of these possibilities, hd%ever, will also require adjustments ahd adaptations. .

In the face of such external pressure, planning becomes neither a luxury nor a water of time.
Careful planning will become the only way of preserving thre strength of the institutions we serve
and the values which make the institutions worth_preserving. Let us- spend these seminar sessions

exploring together that planning process. ‘
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PROCEEDINGS OF THE ANNUAL SEMINAR
THE TASK FORCE REPORTS— ———

’

A PLANNING GUIDE FOR THE PLACEMENT OF ‘
SPEECH COMMUNICATION GRADUATES ) ’

" Robert A. Primrose ‘ " i

One of the urgent problems facing administrators in 5p U communicdtion is represented by
the undergraduate (or his parent) who plaintively asks, "But hat-can I do with this major afte
I graduate?” At issue is the degree of job security afforded by a college education. A graduai
has invested much money and effort in that education, with the hope of recovering both his cosﬂ
and a comfortable surplus, in a,job which he finds enjoyable and suited to his talents. The
appropriateness of such an, attitude toward learning can-be debated, but as a matter of fact, mo
and more people are demanding job—relev?nce in their college courses. And if they do not find .
in one discipline, they choose anotherx. Speeth communication departments traditlonally Jhave b
little concerned with job preparation (apart from te hing) even though the skills? and concepts
they teach have always had important vocatiog3l rele.:..ce. Bu§§gontiﬁuedpindiffertnce to the
students' anxiety about employment is not prdtgtical.

With this in mind, the tumm1331on given to this study group2 was to develop a planning gui
by which a speech communicattun department could analyze. its problems in placing gradpates in
jobs. It is not our intention to provide definitive answers to those problems, but lines of an
sis by which a department can find answers suitable to its own peculiar situation.

-
.

’ N\ - T IS THE PROBLEM WE FACE” < T

Why Shoufd We Be Concerned Aboyt the lseue?

4

Students in increasing nymbers are shifting their study pfograms to those which they can
"cash" in the job market. Consequently, speech communication departments’must develop and clar:
their relevance to the world of work, or face serious problems. .Moreover, the traditional pro-
fessional goal of many of our graduates--teaching--is one in which’there are more employment pr¢
lems than in the economy as a whole, even'in depressed times. Though the economy recuvers, the
number of young people’ in school will not expand but remain steady or enter an absolute decline
Furthermcre, even with economic recovery, the rest of the economy does not present a bright pl¢
for the college graduate. As more. and more of the population achieve a college de §ree, there
develops a growing surplus of people to fill the jobs demanding advanced’ training.” The result
digsatisfaction will pressure departments to make their courses job-relevant and to compéete for
students on the basis of that job-relevance in & time of contracting college enrollments.
Perhaps it is ironic that speech communication professors still are seen by many as elocut
hmr“wrs whose expertise extends no further than the niceties qgf delivery in public speaking.
[:R\ﬂ:al inventory of skills covered in a typical speech communicatiou curriculum teveals a num
».11ls which have importance to the needs of potential employere)

.
- - -
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: ;f Whgt ‘Are Our-Responsibilities Cohcbrning'thé Employment of Our Hajors? o, . ’ s'
]
‘ . ’3 . .

. ‘} "TThe unanlmous opinion of this study group was that ‘the usual cdllege department of speech

o communleation shéuld nobt undertake yhe functions of a placemeht agency. It is not the purpose
"the department tg find j\bs for its graduates. Though departments usually pass along .job openi
hhich come to theiyY’ attention, other agen%ies.on cagpus are better eduipped to secrve the placem

) fnnctiqn. On “the oﬁher band, thére .seen tg be sez\fal responsibilities which a depark\ent shou
assume. » They would include the following <

a
9 . - - -
I3
23

. Identjfication. Skills and concepts which are ;urrently taught in’ the speech communicatior
curriculum and which are job- related should be identified Materials which should be: added to
cﬁrriculum also'need to be 1dent1fied These additions; of course, must fall within the approp
riate bOundaries of the speech cormudication discipline and of the department's commission. )
Finally, it 'is necessary to identify the specific job possibilities and categories for which SP!
* , communication graduates woild be. especially wéll qualified.

Doubtless, the follow1ng list could‘be extended, .but a cursory inventory of job-relared sk

and’ cancepts An speech communication“revealed these' . .
' - 1O - . o - - : . a7
. o 3 .

¢ . e , ~ .
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) - group”communication processes )
rE " /, 1 . v *
. { . o T attitude change and persuasion
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-0, ’ social research o - ,
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]
organizational comnunication

e .
message design

)

]parliamentary meeting management

conference techniques

.briefing and case analysis
research design-

/,statlstlcal.analys1s

¥nterviewing

. .-

public speaking T ( ;

Curriculum Revision. Few would suggest that a college curriculum should be determined sP
. by what is popular with employers at the time. Transact;onal amalysis currently. is fashidnabl
in bus1ness short, courses, but I suspect that somethlng else will replace it before long. On
'other hand, sensjtivity to job needs may lead us to shift the Socus of courses and curricula”’

. without compromising basic concepts. #As an example; we have traditionally taught “courses in
arguméntation and debate with educational debate or the courtroom as the basic model. A revis
of that course with the job market in mind might stress more the function of issue analysis an

. research in job situations. The o0il gnd electric companies are now employing people to prepar
carefully resegrched and argued analyses of the possible positions on oil and energy., In ligh
of* such developments, some curricular pruning and redirecting may well be possible w1thout -

. compromising ‘the integrity of oux discipline. . .

Communicatlon. Students need to be informed of the Job possibilities open ‘to those with
.speeEh communication skills and, what those marketable skills are. Employers need to be made
aware of.what otr graduates can offer them, particularly of what they can offer better "than
other ‘graduates. . , o . . - .

L3 . AL

N}

~‘{'What Fnformation Do-We Need” * oo . - s
. ; ‘ . L.

Other data might be helpful in our analysis as well, but the answers to these questdons a
essential: How many of our graduates are finding employment related to their training?, How
many afe not, and what circumstances seem'to prevent them from securing those jobs2 What kind
of training in speech communication have been most successful in preparing students for employ
ment? A rather straightforward survey of déPartmental alemni would answer most of ‘the above
~5 7 tons,, and many departments have a substantial ameunt of information already din thedir fil
[:R\f: les directed to the business community could identify the jobs most available in the

aiphic areaoserved by the college.

.
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' o WHAT ARE THE, CONSTRAINTS? - i
S ) -
[ After clearly defining the problem it faces in the placement of its graduates, a speech %
ommunication department needs to identify the constraints which limit the alter#ative response
éhese will be highly idiosyncratic to the institution. reas in which such constraints might
appear include these: Available personnel andflimitations on the hiring of additional-.or

L .. xeplacement persons rule out certain responses. Work loads on existing personnel may require

1
;
modification of solutions. University pk’losophy concerning, acceptable types of prgrams will
limit the approaches to the problem. Some state universitime, for example, are forbidden to |
develop short courses for groups in cormunities served by other universities, regardless of 1
difierences in-objectives between the schools or the wishes of the 1nitiat1ng.érganizat10ns.
Individual administrators may also limit the options by their personal philosophies. A 11beral
arts dean, for instance, may curtail development of vocational emphases in traditional liberal
arts programs. In his view, a speech department'’s purpose may be to teach traditional publig
speal.ing. Departmental philosophy and purpose also.will limit innovation in meeting this prob11
among other things, 1t should forestall the offering of programs simply to satisfy a passing fa{
among employers. Anothe€r constraint in many cases is geography. The distance fronf a metro- .
politan community may rule out some progrgms, such as an aggressive internship program. The i
types of jobs for which the students realisitically train may differ geographically, as well.
Potential cost to the student or the institution is an 1mportant consideration, as 1s the actuaJ
and potential enrdbllment. Some departments operate under formal enrollment ceilings. In other
cases, the potential enrollment $imply is too small to support certain programs. ' e |
. .u . 1

'WHAT ARE THE POSSIBLE APPROACHES TO THIS PROBLEM?

v
>

. e " . .
A complete list®of posuible solutions could be a long one.’ The ‘study grohp suggested the
following as having merit. . P P
/f.. ! . ) . . R n ' C n 'Ly
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Internship. A number of institutions have experid@nted with placing 'speech communicatio
students as interns in study-related jobs during their-junior or senior years. The departmen
Cormunication at-California State University at Sacramento has used this approach for several,
- years. Most of the, interns placed each year are in the speech communication (rather .than tel
comnunication) field. Students so placed often are hired permanently by the host organizatio{

and when they are not, they have the experience and work vocabulaty which makes them much wor
attractive to other employers. This program, seems to have a great deal of promise.

extremely valuable for some of their staff dnd students to join professional business organiz
tions, such as the American Society for Tra%ping and Development, American Women in Radio and1
Television, efg. Active participation in these groups places the members in constant touch w
the employers who control relevant job'openings, and it keeps them alert to the kinds of job J
requirements to which they should adjust their courses' content, In an ektension of this kin
Contact, departmental personnel seek opportunitiés to speak before service and business groupj

Faculty and Student Memberships in Business Organizations. Some departments have found 1

outline the department's program and ways its students can serve ekployers' needs. In.one su
effort at Oral Roberts University, a member of the American Society for Training and Developm
succ®aded in bringing the local chapter's morithly dinner meeting to campus. The evening's prg
gram featured the curriculum of the Communication Arts Department and its relevance to the bu
‘Tepresented. The positive résults of that meeting are still appearing months later.

I3

Curricular Links with Other Departments, Pursuing a secon® major in business, or a relaJ
minor, can increas- grgatly a student's job attractiveness, And the other departments usuall
not insulted by the additional traffic generated for their courses by such rec ﬁmendqtions.
particular usefulness are clusters gf courses which do rot fit any major or m .r, but which,
suppléments to a speech~§ommunication major, enhance preparation for a partici -t type of vacal
When constructed with the .advice of the other departments whose courses are involved, these

clusters can be extremely valuable.

Short Courses or Seminar's. Short training programs for business people focusing.on éroup

' processes, interpersonal éommunication, non-verbal communication, etc., égetwithin the compete

of most departments, and théi permit potential employers to see first hand theirelevant expert
represented by the departments., If advanced students c¢an assist with the seminars, employers

see the potential employees themselves. The faculties also become acquainted with potential jo

sources. Moreover, they develop a keener sensé of what skills and concepts should be stressed

the undergraduate curriculum. It is easy for a program to ossify or focus on matters of minori

import, Direct classroom contact with the business community can do much to keep our study.
programs honest and relevant. It often happens that changes which are needed do not require n
materials but rather a new organization of old material and a new stress on elements

'

already included. o,

» Faculty Cansulting. Some individuals and dwpartments have developed this activity exten-
sively, while others have done practically nothing. *In some instances, university regulations
| severely restrict it, and in every case,'care must be taken to keep it within ethical bounds.
The values, however, are apparent, An employer who sees a speech communication faculty member
| solve a problem for him can easily see how an employee with some of the same expertise (and fe
© 11 cost!) would be an asset. The academic curriculum immediately has relevance to

[ERJf:nployer's job requirements.
PAruite gt
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Career & minars, This suggestion aims at informing the student of his options, rather
ihan specifically training hin. It is important for recruitment and foxn retention of anxious.

ajors. A'career seminar confronts a student with various vocational possibilities and the
raining requirements for each. Students also can be made aware of the job-relevant, skills
- which they already possess. One chairman prepared a dittoed Yist of graduates and the type of
work cach was doing. This tended to forestall the question, "But what can I do after I gradugt
He also distrtbuted a list of job-related skills which,a graduate from his department normally
would have acquired. ) N .
At a different point in a student's work, a similar approich would provide a short seminar
in the preparation and distribution of recsumes and in'jpb-seeking skills. Frequently -the place
ment service hand®es this task, but ,sometimes they only collect.materials; they do not advise 1
its preparation and use. The Speech Department at Oklahoma Sthate University last .spring develo
a useful extension of this approach. They collected resumes frbm all their students who were
terninating their studies and bound them into a catalog which was mailed to about 1500 potentia]
employers. The reports reportedly were good. . . , .
This paper does not try to answer which policy is best for meeting the problem of placemen
of graduates. Doubtless there arg other approaches not mentioned above, and which one or com-
bination is best will depend on the local situation and the constraints discovered. Hopefully,
this paper can serve as a planning guide by which.a local department of speech communication
could arrive at its owm best solution. ’ : ‘

-
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’ l"Colle ;e Graduates and Jobs," A DLQe,st o4 Rerows 05 z:he Ca)uzegx,e Comm/sswn on H/.ghe/L f
Educaticn (\ew_\oxk McGraw-Hill Book Co., 1974), p. 154. - < |

The study group on the placement of speech corfmunication graduates met as part of the sumﬁ
‘conference of. &CA, July 8-10, 1975, Austin, Texas. Membetrs 1ncluded, in addition tg'the author,
Rex Wier, University of Texas; Barbara O' Connor, California State Univcr31ty at Sacramento; Juds
Ellertson, Mugkingum College; Dale Jacksor Taylor Unlversity, and Warren Rlchardson, Villangva
University. ~ 2 -

3"College Graudates and'Jobs,"-op. cit., p. 154 . O~ .
Denni, 5 Hermanson, "The Underemployed " Change, May 1975, pp. 27- 33; . W
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The importance of these observations is that an assessment of thelr status.Mn each collactive b
gaining situation, whether that situatlon be one where collective bargaining is already operati
or oné in which a collective barga1ning¢pnit is being formed, will shape the response to each
questions posed in the remainder of this report. ‘
Four topic area questiogs provide a basic gulideline for preparding £3r collective bargainin
. and wheh taken in total they should assist department chairpersons to gather useful information
, and ‘to analyze the poss1ble impact of collecbive bargaining. These four guestions are: *
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Colﬁectlve bargaining comes to a campus as a mechanism*By which members of the bargaining

unit plan

and thus, knowing why collective bargaining came is a key to understanding both the motivatién

behind and the language of specifigq contractual provisions. Among the areas that require

1nvest1ga$ion arer | . ‘g ,/) .
k?;f 'Faculty salaries . .

. There are two observations that have to be made at-a general level:

' A PLANNING GUIDE,  FOR COLLECTIVE BARGAINING . '
N . ‘
John W.' Schmidt-

- . : . .
.

Collective Bargaining is an adversarial system and the success of a position

of advocacy ulgimately depends upon the power held by an advocate and ,the
threat to use that power. _ B ) . -

Collective bargaining is tied to the legal system, and knowledge of, the legal
ins #nd outs is essential. g P

. . L
-

»
.
as

Why did collective bargaining come to your particular campus°
What role should a chairperson play in the selectlon of a barga1ning
agent and in the formqlation of a collective bargalning agreement?

How does & department chairperson implement the provisions of the col-
lective bargaining agreement? ’

.
»

t are your personal requirements to continue to functions as a
chairperson°

.

i(to respond to a situation. That response translates into the provisions of a contrac

e . 'Fringe benefits

*Faculty cuts e

) 'Budget cuts ~ -

. *Petsonnel policies including questions of promotion, contract
. ¥enewal, tenure, hiring, summer school staffing, sabbaticil
policy and procedure, teaching load. - ° ol g
'Faculty*participation im any one of several areas of decision
making in the university including the formation of budgets,
search, screening and selection,procedute of administrators,
and policies and prcedures encompassing matters of academic policy. 1‘1
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: The second question deals with the role that chairpersons should play in the selection of
bargairirg agent and in formulation of provisicns of the collective bargaining agreement. The
ritionale for considering this questions is that there are differing philosophies as to whether
a chairperson is a manager or an employee, and the time to try to influence the side of the
bargiining table that department chairpersons shall sit is during the early stages of the organi
z»'ion-of a bargaining uint. Furthermore, many collective bargaining contracts say very little !
a’ ut the chairperson's rights and responsibilities and the appropriateé time to try to influenc%

L !
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. ti. bargaining.process regarding these matters is during the organizational phase of

collective bargajning. o

The quegtion of whether the chairperson wishes to be part of the bargaining unit, which mea
t'e individial will usually be counted as part of the facult’ and thus'as an employee, or to hav
t’ - position of chairperson defined as administration which r.cans management and thus an employe
depends upon the individual's perception of his role, responsibilities, and rights as™@ leader
of a dep-rtment. Regardleess of which side of the bargaining’ table the thairperson prefers, it i
essential that the chairperson secure a definition of what is the, definition of such an individu
and the rights and responsibilities that go with such an office. s 2

It is strongly recommended that the several chairpersons in a given school,, or if .at all
possible, throughout the university, form a chairpersons' advisory group so as to develop a )
coherent position regatding the issue of affiliation with the faculty or with the administration
and to pursue questions of definitions of the position, rights and responsibilities. Participan
in the collective bargdining process normdlly regpond only to input that is organized around
an identifiable group. * : , oo ’

Once the process of collective gargaining results in a contract, the/chaffperson is faced
wifh‘the {mplementation of the provigions. The administration may not as;igt or tell you as to

-
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how implementation of specific provisions is to be accomplished, and if “this be the case, the i
chairperson will have to work his own way through the contractual provisions.' Contracts someti
stipulate.very specifically the actions that need to be taken and how they shall be taken, andi
if this be the case, you are obligated to see that these prov151ons are carried out. Careful
attentlion should be given to the language of the contract and in pafticular to such terms as |
Ynormal course load," "usual number of office hours," "reasons for absence,'".etc. If there isi
directive from the administration as to the definition of these terms, or if the contract does
stigulate their meaning, it may be wise to work out with the department faculty as a whole the
meaning .for these terms. Besides studying the language of the contract carefully, the chalrpe
should search the document carefully for explicit definitions and procedures which®by their ver
nature €efine implicitly the term due process. Most frequently due process provisions will be |
fourd in personnel procedures and will involve steps of consultation, evaluation, reporting, a
appqal Frequently the due process procedures will call for the establishement of partlcpatorj
bodfes drawn from the faculty and selected by the faculty. Due process provisions focus on
questions of procedure and not on questions of judgment.

, In addition to implementing specific provisiong ¢f a collective bargaining contract, the
department chairperson may have difficulty in retalninb a sénse of congeniality and a focus upo
academic and professional development. Some of the consequences of collective bargaining such
the enormous commitment of time to see that the provisions of the contract are faithfully carril
out.and the tendency for some cellective bargainming contracts to eliminate merit pay and to us
salary schedules which -serve as a leveling function within and across disciplines may make the
achievement of colleagiality and academic and™professional development diffidult.

.The last questions is of a highly personal nature, but one which all chairpersons will ‘
probably have to face in terms of _coping with the additional burdens which come to that office
with collective bargaining. An assessment of your personal requirements t: continue to functio
as a chairperson should help the individual prepare for an answer to thls .evitable ‘question.
Collective bargaining on many campuses has accelerated the already high tu .over in the number
chairpersons with the frustration of being unable to achieve the ideal as the most common reaso
given for resignations. One should draw a list up of minimum rights and respongibilities whic]
the chairperson thinks are essential to function in that position as a control list. If the
individual cafnot control the items on this list, then the chairperson should consider resignin

-
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o S " A PLANWING. GUIDE FOR GRADUATE EDUEATION < . ‘ .

o Thomas Nilsen B

Much of the discussion which preceded the task group meétings was devoted to sich issues a
encoldment, the attracting of students to courses in the field, and the need and possibilities
for non-academic employment. Very little of the general discussion seemed to have a direct |

" relationship to graduate programs. There was, however, sufficient interest in the relationship
of graduate study-to the contemporary societal pressures that a task group was formed. |

The task. group, after ‘considerable discussion, did arrive at a number of specific sugges—"

tions: or recommendations. ! -

1. 1In planning or reviewing the graduate offerings’ the needs of our students 3
four years frdm now must be considered.

While this recommendation was heav.ly stressed, all recognized the difficulty
of predicting what the needs will be and what .subject matter areas should be
. stressed to meet the changing needs. There was general agreement that smertain .

actions should be taken, however, and this led to the next recommendatiﬁq.

-
. : 2. We do need both applied and scholarly research and study at the graduate
| level. The consensus was that the applied research should be primarily at
BT the.master's level. Some sort of professional communication degree seems
. indicated.. Such_programs have been established at some schools.
- \ - ’
One of the general problems that faces planﬁlng at the _graduate level today
seems to be that the development of graduate progr. is that emphasize the non-
/ academic marketability of the graduéie student are seen to conflict with what
4 the dnstitution conceives of as the scholarly objectives of graduate programs.
/ In addition] #s the graduate programs in speech begin to specialize enough in
/ such areas as attitude measurement, organizational theory, personnel relations,
[ etc., to provide adequate qualifications, such programs get closer and closer
/ in conte.' to other graduate-programs on the university campus.

3. It is important that there be a constant and systematic evaluation of the r
nature and quality of our graduate work. There is an increasing trend in
universities now toward periodical review of graduate programs by the
administration. Our internal reviews should not be determined solely by
‘such external ones, but should be undertaken to enable us to keep our

- courses of study in closer touch with the changing secietal and

(“3 academic conditions. .

The need for review brought” forth a related recommendation.

‘4. The National Association should proceed with some urgency with its attempt
i to, develop criteria for the assessment of graduate programs. It is
S ifif¥etant that national criteria be formulated so that some reasonably
consistent scope of studies and level of quality can be established for_
graduate degrees in speech. Such criteria will aid greatly in internal
and exteornal reviews, and should have a positive effect on quality of
work -in the long run.

[N

An Important objecfive or result of the develgpment of criteria should be
clearer definitions of the elements or subject matter areas that cah or should
make up reasonably well delimited areas of study within a department of speech
or speech communicaticn. It is-not suggested that any particular grouping or
combination of thése elements is needed in the ideal department. Various °
combinations should be possible, but the nature of the elements or areas should
be more clearly understood. , 17 '

»




The present divisions of the Assoéiatipﬂ'migpt'well form the basis for such a A j
definition of elements, but'the content or subject matter and goals Jf “the |
divisions need more explicit definition. X ’
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The size of graduate programs thould be carefully assessed, from at least
two points of view: (1) the ﬁgmber of Ph.D.'s awarded relative to the ‘
job market, and (2) the effect on the undergraduate program of~the '
commitment to graduate work. Graduate ‘Programs cgnsume much faculty time, |
and tHoughtful considaration must be given to the questions of-the most
appropriate time commitments. Should we teach a graduate seminar of four

. ship that grows out of ith” {

or five people instgad. of a basic section of perhaps 25 or more? The ’
issue is complicated by the general university criteria for departmental
excellence which place so much emphasis on graduate work and the scholar-

% -

-

. . \
6. Interdisciplinary study should be encouraged. Such interdisciplinary

study should come about as a response to the kinds of problems being .
studied, that is, we should be pursuing research prdble@s which requirg
the expertise of members from various disciplines rather than simply
drawing people together to work on.a problem. ) -
As a general rule we need to emphasize increasingly the need for rigorous
scholarship at the graduate level. Rightly or wrongly (sometimes one,
sometimes the other) speech departments are not infrequently viewed as
being lax in scholarship. In these times of tight budgets, administra-
tions are searching for the less productive and less scholarly programs
in which to effect some cutback§. We ought not be targets of opportunity.

We have a moral obligétion to inform'ﬁoteniial graduate'studénts of the
limitations of the present job masket, and what appedr to be the limitations

~in the future. 7/ A
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) . A PLANNING GUIDE FOR ENROLLMENT PRESSURES ) :

) . : - "Robert E. Pruett ' : .
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At the Fourth Annual ACA Seminar held'in Austin, Texasg on July 9 and 10, various groups |
twere established to consider subjects concerned with "An Inquiry into the Impllcatlons of Curre#
Trends for Speech Communication Plannimg.'" A group composed of K, Bryson (Montana State) G.
Capp (Baylor University), M. Carr.(San Jose State), H. Dyches (Georgia State), C. Ellis (David |
Lipscomb), D, Freshley (University of Georgia)% R. Pruett (Wright State), and J. Trent (Miami %
University) was organlzed as a-task force to analyze the problems of student enrollment and makq
some suggestions as to how to respond to the exterpal pressures -for either (1) increasing or |
(2) decreasing enrollment, . . ' ~ :
|
3

. ’ k Pressure to InErease Enrollment i —
. - .
While a number of institutions are experiencing problems of decreasing enrollment, others
are confronted, with the pressure to increase enrollment without a subsequent increase in facult%

or financial resources. Some of the external pressures effecting enrollment are as follows:
/ . - . ‘ .

1. Departmerits must approximate enrollment (student-teacher ratio) that
resembles the university as a whole. Courses in our departments often
have a smaller student-teacher ratio than other depart. ats.

2. Excessive demand -by students especially in the basic courses.

a.’ Expectation by students as to what they will learn.
b. ASSUMPTION .that "sﬁeecﬁ_isAeasier" may create excessive demand.

3., Pressure to increase numbér of students in basic courses in order to show
a higher FTE‘ratio. ‘

4, ~Overenrollment in basic courses/underenrollment in advanced courses.
~ - ks ’ > -

How to Respond to Decreases in Enrollment

v

1. Eliminate some of the courses that compéte with each other.” Too often,
departments schedule courses at the same time. :
-4 .
2. For some schools, plan year-round program including summet. "This
. would extend the course offerings and help reduce potential conflicts.

s

e

3. Reorganize cburses to make them more attractive to students. This
could include name changes, subject reorgamization, etc.

4: Extend program by offering evening dnd weekend classes to attract .
more students.

\

. 5. Develop minors with other departments.
. 6. Work with other departments to get suggestions for electives.

7. Develop interdisciplinary courses.
» »

8. Unite witk another academic unit.

L}

El{L(f 9. Reduce prerequisites for certain upper division courses. 1.9

-




L) N - -

A h - ¢
10. Develop mini-courses. ce . ' A ) .
., . .

. 11. Reduce specified courses in major. - ; Coe \
. N Fl , -~ 1 7 »

LS

S
-

* 12, Attempt to get lower level courses s part of the "General % \
Education" requirements. . ‘ e ’

- *

The task force concluded that 1ts’analysis o§;the problem coficerning pressures to increase

or decrease enrollment has been based upon -fheir experiences and that other departments may ‘hav

different problems. What was presented were the vfews of the members of the group with some =’

suggestions for planning to meet either the present or potential pressures. A final point stres

by the group was that the key to handling such extegnal ptessures may be in térms of the ‘image
‘projected by the discipline and the departnfent. A L e >

. .
¢ - “

A STATEMENT ON CONSOLIDATING PROGRAMS ol

Y Anita Taylor ., Cw T .

Though¥ concern ¥ias. expressed regarding the fact that public 1nstitutions of higher educatrb
in the same state and area tend to perform similar funct;ons, the task group established no plan

The majority of, the:group felt that the benefits from diversity®and from frece, choice provid
by such diversity outweighed the problels of overlap "and inefficicnt use of resources. Moreover
the dangers of centrallzed planning and system-wide control were felt to be larger dangers than
some supposed wasted rcsources. s . e 4

Though states dre "likely to move in the dlrection of céntralizen planning at state and
systen levels, 'the majority of the group believed#the best plan is to hdld back .and delay” as muc
as possible with the attitude that individual missdon plans may forestall Such state central
control This conclusion was ndt unamimous.

L R
. ‘a

-5 - . .

S smisn i
\
A\l
[
1y
o




