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4 _ ' W. Todd Furniss

American Council on Education . Y

o

“rudence, fortitude, tewperance,” justice, faith, hope, and charity {igure

as large in considerations of academix compensation as'do pride, envy; cov<tous-
ﬂ . . .

ne. , .oger, gluttony, lust, and sloth. /éo do questions of autonory, the pursuit

[ naippiness, eqﬁity, democracy, prbpg#@y, productiviéy; and-cengralizatidn cfl

cort. . , FExamining the question ef compensation, and ‘espeeially of various over-

'-.:d payments, takes us through protective minefields.\ It is the purpose of this
_4ner to sketch the 1oc§tion of the mines around each emplacement and to.suggest

"nait any attempts to cope with compensation problems must begin witﬁ‘examining the

sttitudes toward employment of those entrenched behind their mines.
'
Wwhat is there to cope with? When coping is needed, the chief trouble seems

> be inequity, or the perception of inequity, in a society that increasingly
- -amises fair treatment for 'persons similarly situated.” In additihn, adminis-
“ritors fear being conned by hustlers whose machinations de;troy accounta%ility.

- we are afraid that the temptations of overload compensation will lead tempgees
o onesiest of Auty or conflict of interest. And there is sometimes confugfon whe

e

s zssionally happens -- work légitimately done on institutional time with inst

0

tutional facilities turns out to have‘?uch enormous value that the institution be

latedly thinks it should get a cut of the profits as a return on its investment,
Even though this list of matters to be coped with is probably incompiqﬁe, it

suggests that some common agreement about what academic compensation is and how i

operates in overload and extra compensation situations is basic to coping.
4
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What are we talklng-about? R : ’ :

IS
! i

e

According to stanﬂard def1n1t10ns in use by the relatively new profession of

-salary_administrator;l ompensation 1nc1udes not only . salary but "security bene-.

. ) v
N . I4

. o f :
v fits," such as medical, unemploymegnt, and grou life insurance~ non-dollar beneflts, ‘

w

-

such as use of the éompany car, a corner office,) and a key to the washroom- and

k-3
incentivés, such as opportunities for additionaf earnings in the form of stock op-
' ' - : o Cae N .

- tions, bonuses, OT cbmmiesion@, and awards and special recognition for superior

performanoé: . . . . | , .
Compensatfon is not necesserily the same as_ income. “An individual's-inoome o
may 1nc1ude the eompensatlon,for a job b;t 1& may also 1nc1ude pay for moonliéhtxng

‘e

on a second_job, 1ncome from a hobby or other self employment, 1ncome from 1nvest-

A
ments, lottery winnings, royaltles, bribes, and so on. In American society, when
.say that the o§£1ce is open from nxéé to five or that .the worker is putt1ng in

—
< ,‘ .

overtgpe, we are def1n1ng rhe Job by time and 1mp1y1ng that the worker is free to
b
earn whatevervhk can "on his own time."

The. underlying assymption about job and time has been recognized in the labor
laws that divide the work force into two classes: exempt and non-exempt. What
[ . /v'.
this refers to is exemption from the legal requirement for overtime pay, usually .

5«

at a hlgher rate than pay for thes standard Work -day. Blue collar workerif most .

clerical, and many other white—oollar horkers are non-exempt. Executive and pro-
. v . N
LA | .
fessional workers, and facuitygmembers, are exempt. Though the distinctions ap-

-~

N . pear to be clear, when &e talk of eLtra compensation for faculty,‘there 1s some-
N

. :v

‘~t1mes ‘a doubt about whether the compensation is like ovértime pay for non-exempt

workers, like incentiveS”fdrueXempt industrial worKErs, or thé equivalent of self-
# : . ¢

. employment income earned in the faculty member’sjéﬁn time.

ERIC,’

Aruitoxt provided by Eic:




/ ////‘“‘—\NL\\‘ ' "3 T ' | ‘
’ . ' i . 1 - . -
Employer control. of compensation o o S

't
& !

Imacommon industrial policy, the e1Qments of a compensation plan are
X . K . “\
selected with two conflxct1ng prlnciples in mind: to be “generous" enough to

attract and keep workers who w111 give good serv1ce maklng a product that will

sell, and to do this economically enough so the p{;ce customers will pay

o

includes a good profit for those who put ug\:he capital. To attract’ and keep

workers, the policy gives special attention ‘both to the external competition

’

for the needed skills.and to internal equity among workers whose jobs are mnot
s .

the same.

Both ¢omparability andPequity present formidable technical problems
', which thg¢ compensation specialists will be fighting over for years. All solu-
. L . . o -

tions to\date can be considered only partial and tentatdive, S

Comp Yex as the industrial compensation patterns Aare, they are matched and

passed in complexity by those of the comprejfensive university. vBe-

4

3 cause it commonly includes ‘a much.wider range of comppnsation variants than |

four-year colleges or universities with limited roles’, the comprehensive univer-
sity will be the reference for this dxscu551on. Among 1its characteristics, the

comprehensive university has agdumoer of different clients to be served, each

- requiring something different from the institution and its faculty. :
B ! \ " ) ‘.

&he chief facultyiiﬁrvice'to students, of course, is direct instruction,

although there are other serQices. When student demand exceeds the services
1 .

that can be provided by faculty members under a standard teaching assignment,
] .
A .
institutional response may be to employ additional faculty members, but it may

-also use an overload system in which a regular faculty.hember teaching an extra
section is paid an additiomal sum of money. ”
’ . b

653
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Students are not the only clients, however. The public shows up in various
A , . «

roles. For example, ’nétitutions cite the public as beneficiaries of its programs
. ? . prog

for internally funded study and research, thus justifying the six- or.nine—houfi

v

teaching load, the per§dna1 ofifices and laboratories, the library collections and

0"

equipment, and so on. The argument is, of course, that the public benefits from

the book on ‘the origins of the credit bureau movemeht in Missouri, the flute ..

quintet.prepar for the Bicentennial, the discovery of 'a new;subparticle,
.o - ) : ¢ E
development of a new use for the intestinal anastomoses clamp in'abdominal :§

\ : : . ’ "
and so on. ' ' '

-

An extensxon of this public service is one performed under contract .

° -
’

for public agencies, whether in the hope of discoveries in englneering, the, pro-

duction of teaching aids for dyslectics, or the ﬁraining of -workers for the - , ‘
L] . . .
Peace Cdfps. The university is ehosen because it E}reedy has, or can beet
- vy assemble, the staff expertise and special equipment necessary. |
Bereen the uny42r51ty funded research and the enternally funded serv1ce§§ on-

tracc is the external-agency grant, either governmenfal or foundation, which usuafﬁy

Ql?fers from the contract chiefly in emphasxs rather than buying a service requlre

-
-

by the grantor, the grant makes possxble an activity 1n1t1ated Hﬁ'the grantee but
. | N
’ . \ ‘l' ) A >~

beyond his means to support.

There is-also the proflt making client for academic service. Probably,inf

N
.

recognition of the potential prohlems for both the instlzutlon and the c11ent .

. . i
many arrangements for such service are made directly between the researchér and .

.

. the clieht pn a consultation basis. The problems thdt dovari;e come® from five

. a4 e
circumstances: (1) the client or the researcher - making his university connection
, : ‘ ' L
» - .

~
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* part of what is being bou} '_& soLd (23 the researcher using university faci-

. - - . ‘Mi

%{b ofg;he client without compensating the uni-

yersity,,KB) the resﬁ;rchga‘ﬁ_ﬂggiecting his inetitutional duties. in favor of the

and his institution in SOmeuq'o

{et of interest" matter and (5) -the occasional
Lo -

v,
- . .

e

. <

,Fonflict oyer.gights to yaluableuﬁioduct.
. L . : -
The final group of university clients is the faculty itself. The institutjonal

.
3

mission to sérve the'public is an-important reasdn for gathering a good faculty
together and making conditions propitious  for services for which government, founda-
tions, and industry will pay.  But another reason -- often enormously strong -- is

e to serve -the faculty, so as to be sure that a good faculty is not only recruited

. a R '

but retained - Books have been written on the subject of the centra11ty of the
faculty to the university enterprise. That there arg some fat cats (or Pooh-Bahs,

as will, appear below) does not alter the need to maintain favorable conditions for

-~

‘ faculty members upon whose brains, skill, and experience the whole enterprige rests.9
L. . L R :
s ' . é i
This brief review has (deliberately) left some questions dangling. Should
. * ) ‘ !

faculty members be allowed -- or expected -- to exceed some standard assignment to

teach overload, and if so under what compensation policies? What is an equitabie
(.. [N -

oigtribution:of both time and research dnd study funds among faculty members? How
' . D . + . f .
much of a faculty member's time may be given to "consultation' without raising -

.

- 3 v

quebtions'of neglect. of duty -- or is this even thelright-quqstion?v At Vhat ooint

ehould an institution demand "overhead" money for the equipment and su bor't ser-
y quip uppor; .

3 )

Vices USed by a faculty member fbr a proJect not initiated by the university ad—

g . .

ministration? Should the institution limit the compensation of a faculty member

L)

working on an externally funded project? . : C .

. . . - . 3 ]
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Before trying to answer these questions, or even to approach themhver§

closely, it is worth asking three more questions< What.is_being paid for?
. - . i ._.¢

- , . Y 4
What is being paid? And what do the faculty get out of it? '

'# What is being paid for? - : . i : : k

, . P

K The university pays for the experience, preparation, skill, intelligence,

and motivation of- the faculty member. And values: those appropriate to teach-

.
«

ing, to the research being undertaken, to the counseling or consultatdon .

And time and effort. Here there are some problems. To the extent that the
> ’ '

4 N - w

time is roughly'countable (so much class contact, so many hours actually per-

- re

forming an’ experiment or chiseling a block of stone or traveling to an:assignment

e /
and sitting With the persons being adVised), time and tha energy equivalent may b '
~ N ‘

the most convenientmeasures for compensation. ‘But two photographers may spend

" - i -

identical time and phySical effort on preparing a portfolio, yet the first g be

. H e Do . o
superb and the other's pedestrian Or ten. minutes’o;/d's time may produce faf L
more than days of B's. Thus, time is seldom satisfactory as the only;measure of .
' & ¢ . ‘,' S . .
value. "y # R S

o .. . . e
. . ' . :

The products df the work may be what is paid; for. But again tbere aré prob-

a

lems. Things may have wildly different valyes, even if one ‘means only dollar o
0~ : SRRt .
-values in the preseng,market Books, musical compos1tions, paintings, inventions s

vt 1 R
. . . - Al )

patents, copyrights :eports, survey resulty, téxts, training materials, performantr:
§ b v ot
(including those in the classroom), performances preserved on tape-or film,, the e

oy ,

N

- f ‘~“.> .
£ZSiduals from these- 11 may have na value, some value gor (more liKely) a va%ierv

¢ . . _.
’ . Yo,

of. values fonr different audiences. h £ i§ not surprising that academic°compensatio

e ' ' . g °.4 N . R

policy has'most often avoided questiqns of the markEt value of a product as the _ nh'j?'

[l ¢ ‘ d .
. - . 5
o . e :

. , . - . . . . . A . .,
’ basis of compensating;faculty members . ,, - e - MY

- r

.- . . . i
" N . . . . 4 V!
- . . .o , . ' .
N . .
. .

. iy . k | . ’ .
o : - v ! A .
o Ky . . » -
B lC w B . . . v -
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What ?s being paid? -

In most cases; institutions provide relatively modest salary and benefits
w

nnder-reasonably standard policies that provide a measure of equity related to

demonstrated performance. Characteristically, the policies for promotion and

~
merit increases, applied objectively ‘over time in an institution, result in con-

v

siderable Spread of salary among the middle-aged and older faculty, reflecting varied
‘perceptlons of the faculty members' work as an institutional asset, out al;o em-
phasizing a point'that organizations like tne Department of Labor' s‘Wage and Hour
D1v131on find it hard to cope with: ' that the~expectation in faculty careers is
that a faculty member s '"job" in fact alters w1th tim¢ and the. increasing skill
experience and knowledge of the.person. '
Besides modest salary, institutions otfer'faculty what might te collectively
thought of as opportunity. This is of three kinds: Access to clients and markets e
. : &

(e.g., students, and agencies and donors-who make contracts and grants only with

responsible organizations); facilities, supplies and assistance; and the benefits

¥

. "
of association with the image and re

Planners of compensation policyﬂa' Hekely to forget that faculty members

"

are not at any moment a uniform groupg, though in an entire academic career they

R By

may tread similar paths. Thus, con31der1ng the possible attraction to faculty

membets of the chance at extra pay, there;will be those for whom the
make the difference between a subsistence income and one below

would

sistence; those
for whom it would provide a few amenities; and those for whom it might provide

affluence or even wealth., For all of these, #he chief attraction could'be, not
. - ! . ' . »

\ . . ' .
the money, but the-opportunity to dogﬁomething of special intérest, For some,

» 4




the act1vity for which the additional funding is- provided may permit con51derable

:
%

_autdnomy‘not'otherwise available. 1In other cases, recognition is enOugh, or recog- ;‘

nition may be valued because it will later Amprove the- ‘basic compensation. "1t is.
also worth remembering that seme of the jobs that ate done for additional compen- -
sation‘may,he looked upon as tedious chores or major diversions from the person” ‘s

'chief interests. In the latter case, the additional compensation may be the~equi-
valent of overtime pay for a blue-collar worker or hardship pay in the mll*tary

D8§p1te the extreme overS1mp11f1cation of the comments above, it is already o

1 @ ‘i a

 apparent that the matter of faculty compensation and extra or overload compensation

is too complex for anyone to prepare a single policy' that would cover adequately'y;'

-

and in eGery gase the desires, needs,lahd current circumstances of all faculty .

r
members, all 1nstitutlons,,all contractors and grantors, and all students, . to- -8ay

noth1ng of the public. Nevertheless, a good many of these have ‘been accommodated

3

1n-ways that -- though they should be reexamined -- will probably be usefully
» : B
cont1nued. Cop1ng with the rest, we may need to probe beh1nd what We now do-to

'; questions of"why we do it. First, then, a quick review of some current accommoda-
- _ 4

v

<« n

tions, and then a look at the whys. - o °

) . - ) t ' >
Some current accommodations i b .

Most foundations, goyernment agencies, and contractors rely on the university

to determine the rates of pay of persons who work on funded ‘projects and will pay - -

no higher than these rates and sometim less, as in fellowships. The practice

w
.

) M | . * . ] )
_may not very well rptate the pay to the ultimate value of the work, but it has a
very great convenience and is generally acceptable’, The donor does not have to

-

admlnlster a complex salary policy, and the inst1tutlon, which must, does not have

¢

©an exteraor agency upsettlng_xts attempts to proV1de internal equity o

\ » J ) ’ .’ » ) . . .:. . . "

Q ‘ . '. | -' oL ’ : 10 f" ' B i ..
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pstitutional overload pay for regular staff members performing 'extra service

o

either in the academic year or in summer’can be justified on several grounds: _it

compensates for additional effort or (possibly even more important) for, the diver-

P

sion of effort from things of potentially more interest to the faculty member and '

which his colleagues without the special assignment mAy still be able-to do., ‘ﬁ{
e o
some instances, this brings in a "Studentgeld" approach to compensation == pay '

4

being directly related to the numbers of students taught. The workability of over-

load payments for regular staff depends heav1ly on .a commonly accepted and defensible

\A .

definition of what the standard load or assignment isy In institutions with limited ~

i
v

roles, such a standard may be relatively easily arrived at In comprehensive insti-

~

tutions, considerable latitude 1s required and some inequities may appear. Giving..

LY

4p an overload policy is not, howeuer, a very useful answer. It d&waly shifts the

problems‘elsewhere. X ’ ' . . S

The case of' payment from thelprofit-making contractor is in several ways quite

a £
ot . . )

‘ \ .
different. If the money is not simply a grant from an industrial foundation simi- -

lgr to grants made by other foundations, but is instead the purchase of advige or-

S

4

'/ product development or the potential for a new;invention,~téchnique,‘or drug to be .
. ]

sold for profi; ,probably the mgst satisfactory arrangements come from writing a

'w

'
1Y

Cq contract with.thé univer51ty or its faculty member,.specbfying what serv1ces are
! %“»J

g fwhaQ facilities 1f any are to be used "what reference may be made .o .
t’\ o"\ "eﬁ w \ -~ «‘.,:'.3

21t to theé;nsfitufio -whose property»the results»become Especially where the™

to be perfo

;_ rable protit ex1sts these matters are best worked out in S

:'._ vf%:ii Ept ‘to say that a univer81ty should or should hot demand a portion
hﬁi 1] -
jtab;e rights that may accrue,,but only that the question is mugh harder :

4 .
. o

fto-resolve{giter the fact c ’

1 M ¢ e . * ) . - 2 . . ' K




retting at the underlying questions ‘ 5
All these arrangements are essentially eXpedients of convenience and cim:ity. o

: -} 4 ik

In most circumstances, they serve well enough. Nevertheless theydon t handle al};_f
. 4 o b

i
i

the cases that we can 1dentify as troublesome For example,xquestions of eauity

remain in the differing access of faculty members to opportunities for extra com~ ,»Jf

A3 'l :

pensation.. Must an institution provide for the‘humanist the equivalent of the
| ..

{aci.ities and assistance it provides the sicist? Should, the overnment match
f P g

s¢ientific and humanistic grant moneys? Can.the university cope with the willing-

7 ? A
o

.»ss of a business firm to pay an economist $50€ a day when the vocational education_

i -

<pecialist can command only $50 and expenses? Can the 1nstitution cpntrol in some
L .

»
N .

ways the quality of the work done by its faculty members for outside contractors? |
After all, its reputation affecta 1t/ﬁeb111ty to help attract opportunities for

sther facylty. 'ho -Tings the bell when a faculty member appears to be neglecting

~ fiis university duties?

4

These questions and others like them can be resolved by,the raw classification
and salary- scale construction techniques of the salary administrator or- the Wage

and "Hour péople at DOL, but possibly at enormously‘high cost. To 'see why, we

.
» k3

aust look at four common notions of employment. —  °. s :
L [ ‘ R

The simplest I label ”Professoren," t6 suggest the autonomous German scholars.

whose compensation was . ”Studentgeld " or payments d1rect from students, . Tﬁis es-

N °

sentialIy/is'the self:employment model;‘providing ‘pay-for output, and common.in ,;

- ’

aur 1nst1tut10n r1dden soc1ety chiefly 1n the arts, entertainment, and farming.

‘n .- -
»

1t has not quxte disappeared from un1versities we st111 use 1t when we pay over-

. . . 3,

load to thoée teaching in the cont1nu1ng education division. If the4Studentsvdon't,
“show, the'class is off, and the teacher doesn't- get paid.//%ut for the purposes of ‘

S ) ) v : '
this .discussion, the Professoren dc nqt figure large. “( - - 1

o | 12 B | o

o ' . . i
[AFuiTex provided by eric JIRS - » . . . . !
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'R%ph-Bahs {nhabit the 'second category." It will be recalled that Gilbert and

"

. Sullivan's Pooh-Bah had -- for their salaries -+ taken over all the vacant gbvern- .

ment posts in Titipu abandoned by those who refused to serve ﬁnder.Kq-Ko, th@

Y .

Euddenly eleﬁacpd tailor. "Ko-Ko consults Pooh-Bah gbout how lavish his weading

‘g

to Yum-Yum shéutﬁ be and, particularly, who will pay‘for it. 1In part,'Pooh;Bah
~ ' R

., replies: A - , R R
‘ i : . . )ﬂ\\n‘)“.'
) "0f course, as First Lord of the Treasury, I could propose aﬁspééial ?'”
_vote that would cover all expenses, if it were not that; ad.Le% er
of the Opposition, it would be my duty to resist 'it, tobth and nail:
Or, -as Paymaster-General, ‘I could so cook the accounts -that, as Lord
High Auditor, I should never discoyer the fraud. But then;.as - .. "
Archbiship of Titipu, it would be my duty to denounce mx“dfshqpé3§y~ ’
A and give myselfsinto my own custody as First Cgmmissioneﬁ of Police.... ’
I don't say that all these distinguished people couldn't be .squared;
but it is right to tell you that they wouldn't be sufficiently de-
graded in their own.estimation unless they were ineulted'wgﬁh;a very~
, cdiderable bribe:2/ : L
. . ’ . ( " . . )
L] ' , ’ ] R
Just a few academic Pooh-Bahs put all other faculty members under sdapicion;
Congressmen and‘state legislators grabbing headlines .establish ?ooh-Ba?"g the
L4 .
model of all academics, and fearful bureaucrats and administrators react by over-
regulating the embloygent and compensation of faculty members. | :

. But not all the digficulty arises from the Pooh-Bah reaction. It is likely .
that far more of the trouble comes from the conflict inherent in:the last two
employmeht'models: Parentg and Proles.

W T )Oﬂ..
‘parents and Proles ‘
~N
A long time ago, the American Association of, University Professors defined the

college or university teachet as "a citizen, a member of a learned professioﬁ, and
. an officer of an educational institution.' ;/ Note: officer: The model for the

officer in this context is the parent. /[The parent“does what is necessary, not

i
4 g ' ,
. " i ' ) , {( xS
Q B ] ?ﬁ :44];& .
g /
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ﬂ X S ’ X B
what is prescribed;in some kind of agreement anticipating all eventualities. B
The model‘requires‘autonomy, self;regulation rather than external regulation,
and at the very least the sevén virtues with mhich this paper began. The job
is not defined by time or output.

In contrast, there is thé Prole model. . Initially, the proletariat;vere the
lowest order of workér and subjects ‘of extreme exploitation.. In the past century .
their helplessneas has been replaced by considerable power,’ chiefly through col-
lective.bargaining. But the new model is not parental Instead it is the con-
tractlmodel, in which the employee contracts to- perform ‘certain acts ih a certain
time for a eertain pay; if more is required, then more will have to be paid To
preserve the integrity of other jobs, the worker may not do what he gees as neces-
sary unless the doing of it is in the contract covering his or het Work.

Our difficulty in resolving the kin!s of compensation questions reviewed in
this paper arises, I-believe, from a failure to agree on the model of employment
being used to govern the circumstances. The failure encourages the potential | »
Pooh Bah' to c1aim the model which offers thé‘most profit: he‘would be a Professor
when S?udentgeld is to be paid, but not when teaching the evening class is to be

" part’ of his regulat assignment he will demand a full. two-point-five—ninths of his
academic-year salary for vhatever summer time he. puts in because that is what is

in the contract with :NIH, and during the academic year will tqke the dollar equi-

valent of the faculty-handbook provision that he may spend one‘day pe:fwee

"cohsulting." Hooray for the contract model. But if the job\is‘a chdre ‘he°may

invoke his rights -- but not his responsibility -- under thewpprentslwmodel tq

’ . ’ AREEI
refuse 1it, . ' ‘1;‘.4.;3 e

Even those, unlike Pooh-Bah, who wish to provide good sérvice fot adequate

compensation,mﬂy find considerable difficulty bucause either the funding agencies

d
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yor'the institution or both arelunciear;agout the employment model beiné used,

Those funding agencies whose chief motivation is fiscal (and more receétly social)

accountability will foist contract-model regulations upon institutions and their

faculry members which deny autonomy, reduce trust, and encourage 1itigation.

' °rhaps it is true that a 1arge dependence on'external funds inevitably begets' _'L
'. thig rroblem. But there are institutions in which the faculty itself -- either B

for economic regsons or because they have never experienced advantages in a

parental model -- have dug in behind the 1imitations of the contract model and

may force a11 agencies to deal with them in t¥is’ way.

hok ok ok ok ok ok ok ok okok ok ok okokokokok ok ok ok ok kk ok okokokokok

-
~

, %aving a11iterated you with Professoren,jPooh-Bah Parent;Tand'Prole, I may
‘as well go the whole hog and confess I was thinking.of building prolegomenon into
the title, because what 1've done 1is only a preface. Perhaps unfairly, I hav
~ not pursued'my models far enough to be able to assure you that they do work aZp
will be worth your using them'as,yoﬁ gort out the compensation questions_with
_,which this conference deals. 1I've not done so for two reasons, The first is
that I really didn't want to spoil the fun. I think I've found a small-but rich
treasure house, Not Tutankhamen's tomb, but sti11 good, If so, it will pay us :Ej\~g
to take our time about excavating,. examining, and interpreting what's there. My
second reason ia‘that like the archaeologist Carter’ at Tut s .tomb, it seemed best
to hdve company when the treasure house was first opened. He called on Lord Car-
narvon and waited 20 days for him to arrive from London. Because of Bob Linneii's‘x.
schedule, I had to prowvide a text 20, days 'ago, and thus am following Carter's lead

in waiting for yaqur company to see whether I've found something good

""15 RN
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As you know, a small group will meet following the tonfeérence to con-~
: i N N .

' . / - R
sider whether the mattérs addressed here need more attention than!we have
. . . ’ /

been able to give them, and if so how that attention m#ght be provided.
. /

»

As a special aid to the group that will meet, I now invite yoe/;é come *-

out swinging at my prolegomenon, .
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McGraw-Hil)l Book Co., 1972) is a basic source of information about industrial
practice and practitioners. , ’ :
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