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LESCRIFTORS~ %FACULTY RECRUITMENT, *TEACHER SUFFLY AND CEMAND,
TEACHER QUALIFICATIONS, TEACHER FERSISTENCE, TEACHER
SELECTION, *COLLEGE TEACHERS, TEACHER FLACEMENT, TEACHER
SALARIES, LABOR MARKET, EMFLOYMENT OFFORTUNITIES, EMFLOYMENT
SERVICES, *EMFLOYMENT FATTERNS, SURVEYS, QUESTIONNAIRES,
FACULTY MOBILITY, TEACHER SHORVAGE, SFECIALIZATION,
CISCRIMINATORY ATTITUBES (SOCIAL), COLLEGES, UNIVERSITIES,

JOB AFFLICANTS,

THE STUBY ATTEMFTEC TO IDENTIFY, DESCRIBE, AND EVALUATE
THE CURRENT PROCEDYJYRES BY WHICH COLLEGE JOBS ARE FOUND AND
FILLEC, AND TO UNDERSTANS THE STRUCTURE OF THE ACADEMIC LABOR
MARKET AND THE ACTIVITIES OF NEARLY 2,500 PLACEMENT AGENCIES.
QUESTIONNAIRES WERE MAILED TO 19,312 FERSONS, OVER ONE-THIRD
OF ALL NEWLY AFFOINTED COLLEGE TEACHERS, WHO REFRESENTED ALL
BISCIFLINES, ALL REGIONS OF THE COUNTRY, ALL ACADEMIC RANKS,
AND ALL SIZES OF INSTITUTIONS. OVER 70 FERCENT RETURNED
USABLE QUESTIONNAIRES. SOME OF THE CONCLUSIONS WERE--(1)
ACOUT ONE-SIXTH OF ALL COLLEGE FACULTY MEMBERS ARE "FRESHMEN
OR TRANSFERS," (2) OUT OF 18 VACANCIES, FOUR AND A HALF OCCUR
FROM EXFANSION, TWO AND A HALF FROM FROFESSORS SWITCHING
COLLEGES, TWG FRCM PERSONS LEAVING THE TEACHING FROFESSION,
AND ONE BY FROFESSORS GOING ON LEAVE, (3) TEN NEWLY HIRED
COLLEGE TEACHERS WILL INCLUDE FOUR GRADUATE STUDENTS, THREE
FROFESSORS CHANGING INSTITUTIONS, ONE FRIMARY OR SECONDARY
TEACHER, ONE BUSINESS OR GOVERNMENT EMFLOYEE AND ONE FROM
OTHER EXFERIENCE, (4) THE AVERAGE FULL FROFESSOR SWITCHED
JOBS THREE TIMES AND MOVED 1,350 MILES, (5) ACADEMIC LABOR
MARKETS ARE NATIONAL ANZ THERE IS AN ABSENCE OF _ARGE SALARY
CIFFERENTIALS AMONG REGIONS, (6) THE ATTITUDE AND ABILITY OF
THE INSTITUTION TOF MANAGEMENT, COURSES TO BE TAUGHT,
TEACHING LOAD, RESEARCH FACILITIES, AND COMFETENCY OF
FROFESS1ONAL COLLEAGUES, SALARY AND FUTURE FROSFECTS, QUALITY
JWF STUBENTS, CULTURAL OFFORTUNITIES, ACAGDEMIC RANK. FRINGE
HENEFITS, CLIMATE, AND NEARNESS TG FRIENDS AND RELATIVES ARE
VARTABLES WHICH DETERMINE JOB CHOICE. RECOMMENDATIONS
WERE--(1) TO INSTITUTE A JOURNAL OF ACADEMIC VACANCIES AND AN
ACADEMIC REGISTER, AND (2) FOR BOTH EMFLOYERS AND CANDIDATES
TO AFFROACH THE ACADEMIC LABOR MARKET IN A MORE SYSTEMATIC
MANNER. "FLACEMENT SERVICES FOR COLLEGE TEACHERS" (VT 004 .
312) IS A COMFANION VOLUME. (MM) ‘
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AN ECONOMIC ANALYSIS OF THE ACADEMIC LABOR MARKET (Chaptér 1) ..5

Primary Factual Conclusions:

1/ The present volume has been written with twin objectives
in mind~-cne practical, the other theoretical. Wwhile
analyzing the relevance of economic theory to the
markets where the services of more special ized workers
are proferred and purchased and striving toward a new
wage and employment theory, | have tried to remain
alert to the implications of the behavior observed--
for society, individuals, and employers,

2/ Specifically, attention is centered on the following
qQuestions: What are the sources of imperfec.ion in
academic labor marketsf What are the shapes of the
demand and supply functions? What new concepts are
needed to develop a wage and employment theory which

-is relevant to the labor markets for professional
workers: How do college teachers learn about jobs®
What -formal procedures have been developed to
facilitate college teacher placement? Why do
college teachers choose particular jobs? What
changes should be recommended? '

3/ The main body of the text is based upon the question-
naire response of nearly 7,500 four-year college
teachers who were newly appointed as of September,
1964, The 7,500 respondents are quite representative
of newly appointed college teachers in all disciplines,
in all regions of the country, at all ranks, at all
different sized institutions of higher education (IHE's),
and at IHE's of wide-ranging prestige and quality,

ACADEMIC TURNOVER (Chapter 2)

® 060 6000000 0000000000000 000606000°80 ]6

Primary Factuai Conclusions:

1/ Each academic year about one-sixth of all college
faculty mémbers are "freshmen or transfers" in that
they are serving their first year with a new employer,

2/ Staffing problems differ in magnitude. One-fourth of
all institutions of higher education (IHE's) must
annually hire one new faculty member to start in the
Fall for every four that finish in the Spring. At
the other extreme, one-sixth of all |HE's hire less
than one new faculty member for every ten continuing

. ones. .

vii

T e A A — N : popes oo A R




-

3/ Staffing problems differ in cause, Out of ten vacancies,
approximately four and a half occur as the result of
decisions to expand staff, two and a half are caused
by professors "permarently" switching from one college to
“another and leaving-a vacancy -at the first, two result
from persons leaving the teaching profession to enter
careers with business or government or to retire, and
one is caused by professors going on leave from their
regular jobs and leaving one year vacancies at their
regular THE's. The greatest staffing problems are
in the poorest schools, Not only are these schools

. ~ experiencing the greatest difficulty in retaining their
present staff but also they are currently expanding
the most rapidly.

THE MOBILE PROFESSORS (Chapter 3) scececcecccsscscscscccccscne 33

Primary Factual Conclusions:

1/ The full-time members of the college teachingforce are
predominantly male, Ph.D,.~qualified, less than 50 years
old, and associate or full professors. Approximately
equal numbers are specialists in the natural sciences,
the social sciences, and the humanities. Sixty percent
reside in the North Atlantic and in'the Middle West and
40% in the Southeast, Southwest and'West., _ .

2/ New faculty members are drawn from many sources, Ten
newly hired college teachers will typically.include L
graduate students, 3 professors from other IHE!s, 1
primary or secondary school teacher, 1 business or
gove-nment employee, and 1 person from any one of a,
wide variety of other experiences.

3/ Graduate students are a promising source of supply
because they are relatively easy to find and to rate,
ready to move, and inexpensive to pay. As a rule, this
source of supply provides candidates who are younger,
less likely to have their doctorates, more likely to
be single, less likely to have publ ished, and more
willing to accept a one-year appointment,

4/ The traditions as to when a student accepts his first
job vary considerable. In the research oriented
disciplines where financial support tends to be more

‘readily available and where the marginal values of
having the Ph.D, degree tend to be quite high, students
are more reluctant to enter the market without their

| doctorates,

5/ Experienced college teachers expect to switch jobs

. several times during their careers. Less than one out
of five professors accepts a new job with the idea of
remaining until retirement, Before he reaches the
rank, the average full professor has switched jobs
three times and moved 1350 miles.,




6/ The professors most €asily lured from their present :
Job§ tend to be young, trained in the social sciences,
recipients of new Ph,D.'s while off their greduate
school campus and out teaching, and overtly d atisfied
with their current situations. They tend to be ,ocated
at the less prestigious schools where the probability
OFf moving up is maximized,

1/ Most moves in the market are voluntary. That is, they
are initiated by the employee rather than the employer,
In general, the predominance of voluntary mobility is
a reflection of the teacher shortage, although it is
Interesting to note that voluntary mobility is no greater
In the specialties where teachers are in the shortest
supply. Involuntary mobility is concentrated among the
less qualified members of the teachingforce and at the
lower ranks, As a rule, the better institutions are
more willing to ask a man to leave.

8/ Market entry is often not obvious. Always at the peri-
phery of the market and alert to the information that
comes their way, many professors will not seek jobs.,

- They must be recruited, Even those who are actively
seeking are not always visible, Accepted tradition
allows a professor not to inform his currant employer
of his intention to leave until after he has another
job firmly in hand.

9/ Active recruitmant draws personnel into college teaching,
- £Jmost one~third of all newly hired teachers do nothing
to locate their current jobs and would not be teaching

at an IHI this vzar if thoy had not been recruited,
Mainly students, housewives, primary and secondary level
teachers, and employses of government and business--

these individuals are strong evidence that recruitment
does pay.

SOURCES OF [IMMOBILITY (Chapter 4)

............e............... 65
Primary Factual Conclusions:

1/ Althcugh artificial constraints such as employee unioni-
zaticn and employer collusion common in other markets
are unimportant in academia, a number of other factors
operate to decrease the extent and effectiveness of
mobitity. Among them are the cthics of the labor market,
the employer hiring policy of promoition from within,
senicrity and tenure provisions, the non-transferability
of sre fringe benefits, ignorance zbout both job
vacaiicies and the desirability of known openings, the
costs of fcb finding and job switching, the economically
irrational preferences of both suppliers and demanders,
and the extreme specialization of resource use,

-
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| 2/ .Theethics of the academic.labor market are such that it

j o is improper for an individua! fo resign a position after
May 15th and it is a general practice for employers not
to approach faculty members ot other IHE!'s after April
15th. When honored, these traditions, and others such as
a six-month to a 12-month notification of termination
of employment, reduce considerably the already short
period during which decisions to switch jobs (and
employees) can be effected without delay. Although
infrequent and weak, gentlemen's agreements (non- u
pirating pacts) between similarly situated institutions
not to raid cne anotherts faculty also confine mobility.

3/ The tradition of hiring at the bottom of the academic

ladder and filling positions at the associate professor
and full professor levels by promoting the best qualified
Junior man means that many senior positions never face
an active market., The man who is not already on the
faculty at a given college often has no opportunity
to compete for the associate positions at the same
school, This means that, after the initial years of
Job shopping, mobility is more often vertical within
an |HE than horizontal between I|HE's,
- Neither tenure provisions norv fringe benefits are major
sources of immobility.
Ignorance, which is the product of both the unjustifiably
_ high costs of pursuing a complete market search and the
¢ "culture of the market" which condemns overt advertising
of avalilabilities, is a major impediment to market
mobility.

6/ Because almost all job changes require geographic
relocation, moves are expensive., That 35% of all newly
hired professors lost more than seven days of productive
time in the actual process of moving (excluding time
searching for a new job) indicates that the advantages
of the new jobs must be substantial in order to outweigh
the costs. ~

RN
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Primary Factual Conclusions:

1/ The faculty scarcity is well documented. At least since
the end of the Korean War [HE's have not been able to
hire all the faculty they desire,

2/ The situation is not the same, however, in all disciplines.
Measuring the extent of scarcity by a composite index
(called the Shortage Index) that includes factors such

' as the academic rank at which emerging students are hired,
the average salary level, the rate of salary increase,
the number of unfilled positions as a percentage of all
positions, and the number of newly created positions as
a percentage of all positions--the greatest scarcities are
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shown to be in the areas of engineering, physlcal sciences,
mathematics, economics, and some subspecialties of psy-
chology, Faculty are most plentiful in the humanities:
especially in French, history and English,

ADJUSTMENTS TO LABOR SHORTAGE (Chapter 6) ...............;.... 93

Primary Factual Conclusions:

1/

2/

IHE's react to staff shortages by limiting output, altering
their production function, extending their markets by
more efficient and extensive recruitment, increasing
salaries and other forms of remuneration, and redefining
relevant supply by sacrificing quality for quantity.

The institutions with the greatest staffing probiems,
especially the poorer ones both in terms of prestige

and finances, hire almost exclusively at the beginning
ranks and thereby avoid the high salaries needed to
attract senior professors,

Recruitment efforts are being extended, Some employers
are visiting graduate school campuses to talk with
prospective faculty., Others are paying the fare for
candidates to visit their campuses, especially for
prospects trained in shortage disciplines.

The most frequent solution to staffing problems is the
lowering of hiring standards. The contrast between the
poor and gcod schools is illustrative. Whereas more than
two-thirds of those hired by the good schools are Ph,D,-
qualified, the poorer schools compromise their quality
standards to the extent that less than one-third of their
new staff holds a doctorate.

Many of the more desperate staffing problems are solved
by increasing the remuneration offered. Higher ranks

and higher salaries are granted professors in . the more
scarce disciplines. The poorer schools offer higher rank
in lieu of pay and prestige. Whereas the Southeast
region pays its senior professors the lowest :alaries

of all regions, to beginning Ph.D.!'s it offers salaries
competitive with the Midwest and higher than either the
West-Southwest -or the North Atlantic,

BALKANIZATION IN THE MARKET (Chapter 7) veeeeeecssecccsccssesss 106

Pfimary Factual Conclusions:

The academic labor market is non-existent, In fact, there
are many submarkets divided by the noncomparability of
specialists (e.g., physicists versus art professors),

the preferences of suppliers and demanders, .and technical
and institutional considerations. | |

1/




~

. 'g/ The presence of balkanization in the market is both

j advantageous and disadvantageous to all parties involved;

| . the employer, the em loyee, and society. These effects
are explored in the "implications" chapter.

A BABEL OF SPEC'AL'STS (Chaptel" 8) ®ec0vc0s00000000s0n 00000000 1'3

Primary Factual Conclusions:

i1/ Professorial manpower is highly specialized and substitu-
table only to a limited extent, Loyalties to a substan-
tive specialty are strong. Most professors think of

- themselves first as physicists, chemists, engineers,
musicologists and second as college teachers, This
specialization begins with graduate training, extends
to research interests, and is preserved by narrow
teaching assignments,

2/ The evidence of market balkanization by discipline is
extensive, Less than one out of twenty professors
accepts a teaching assignment outside his "division"
(e.g., physical sciences) of specialization and less

‘than one out of every five leaves his specific specialty

“(e.g., physics).

3/ A sure sign of market balkanization is the existence
of substantially different terms of employment paid to
different types of professors. If the market were

% undivided, and movement between various sectors of the

) market were free, then it would be expected that any
' differences in pay and assignments would be equal ized by

movement from low paying areas to the high paying ones,

Yet, the differences among disciplines are substantial,

Beginning Ph,D.'s in electrical engineering are paid an

average of $2600 more than similarly situated historians,

Teaching loads tend toward 9 hours in the physical

sciences but are more typically 12 in the humanities.

Beginning Ph.D.'s are virtually always appointed at the

assistant professor rank when chemists or sociologists,

but only two-thirds of the time when they are history,

French, or English professors, Similarly, variations in

rates of involuntary mobility, methods of Jjob search,

emphases upon criteria in job choice, extent of publica-
tion--each of these items. indicates that all professors

‘are not operating in the same market, |

SMALL COLLEGES VERSUS LARGE UNIVERSITIES (Chapter 9) ...,.... 122

Primary Factual Conclusions:

1/ College teachers tend to move between same-size schools,
although exceptions are frequent. As a rule, teachers
in small schools switch to jobs in other small schools,
whereas professors in large universities are most likely
to switch to another such school. This tendency arises




probably from the substantially different emphases of
large versus small schools and the consequent differences
in responsibilities (e.g., teaching versus research).

2/ Several indications of submarkets according to size are
the following: professors at IHE's enrolling more than
5000, as contrasted to those at IHE's enrolling less
than 1000 students, are more likely to be teaching in
only one field, to be teaching and researching in the
same field, to be carrying a lower teaching load, and
to be earning a substantially higher salary.

3/ There is also a tendency to move between IHE!'s of the

same type., A college (4-year IHE without a graduate

schoolg teacher is most likely to move to another college,
whereas two-thirds of all teachers leaving positions in

@ university move to another university, As a result,

the same differences in specialization, teaching loads,

and salary levels that persist between IHE's of various
sizes also are found between universities and colleges.

NAT'ONW'DE MARKETS (Chapter ]0) ® 0000 000000000000 000850 058000y ]3]

Primary Factual Conclusions:

1/ Academic labor markets are national. Approximately half
cf all job-switching college teachers actually move
across regional boundaries, and over two-thirds receive
offers from IHE's in other regions. The average professor
moves 450 miles to reach his new job., About:one-fourth of
all newly hired faculty have moved over 1000 miles,
Geographic distance is obviously not a major balkaniza-
tion.

2/ The national orientation of faculty markets is further
indicated by. the absence of large salary differentials
among regions. The annual salary paid to beginning
Ph.D.'s in the four regions range from $7,700 in the North
Atlantic to $8,200 in the Great Lakes, a difference of
only $500. The often observed fact that Southeastern
IHE's pay, on the average, lower salaries is primarily,
though not exclusively, due to their hiring less qualified
faculty to staff their institutions,

3/ Regionalism is more possible in the less specialized

- disciplines, for more opportunities are available within
a given geographic area., As a rule, the geographic
breadth of a market is inversely related to the number
of job opportunities available "locally." Each candidate

extends his horizons until a sufficient number of options
is located and considered, Consequently, the market is
more national for universities, large institutions,

high quality IHE!'s, researchers, and holders of doctorates.

4
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The most significant force for regionalism is the prefer-

ence of individuals. College teachers tend to desire
to return to familiar regions, regions where they grew
up or went to school, This preference is expressed, by
a wiliingness to accept slightly lower salaries and

. academic ranks in order to gain a job in a familiar

5/

region. Since, however, most professors are familiar
with most regions of the country, this preference for
regional ism is not a strong balkanizing force in the
market.

The characteristics of the IHE's that inhabit various
regions differ substantially. Disproportionately large
numbers of prestigious and private IHE's are in the
North Atlantic region., Almost half of the nation's
junior colleges are located in California.

CHARMED CIRCLES AND SCHOLARS' SIBERIA (Chapter 11) veveveeass 145

Primary Factual Conclusions:

1/

3/

By using a composite index (The Quality Index) based
upon factors such as the percentage of Ph,D.'s on the
faculty, the average compensation paid to the faculty,
the size of the library, the faculty-student ratio,

the average income per student, the proportion of
undergraduate students continuing on tc graduate school,
the ratio of graduate students to undergraduates, and
the size of the school--a rough approximation of
institutional "prestige In the eyes of scholars" may

be obtained,

Variations in institutional prestige and stature do
divide the academic labor market so that the manpower
qualified to teach at the highly prestigious IHE's
rarely competes with the supply to the poorest I[HE®!s,
Yet, market boundaries are defined only in a _vague way.
Movement among quality levels is common, even at the
extremes where balkanization is the greatest. Although
cliques exist, the academic labor market is not populated
by tightly self-contained clusters of institutions of
similar stature which trade faculty and students within
the group and never allow outsiders to. participate.
Though movement to the top prestige schools is always

. a possibility, there are certain groups that are mocre

likeiy to be invited than others. Publications

and an orientation toward research are stressed far
more by the top schools than by the others. Attendance
at a top-rated graduate school, which in turn depends
to some extent upon attendance at a top-rated under-
graduate school, aids in gaining appointment,

The salaries paid to beginning Ph.D.'s are about the
same for all 1HE's, regardless of prestige. The best
.schools pay neither more nor less. Yet, the most
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prestigious schools are able to be more selective in
whom they hire because they offer lower teaching loads,
more specialization, better research facilities, higher
future incomes, and more stature.

Movement up the prestige ladder is less frequert than
downward movement, but by no meahs impossible., Thirty-
two percent of the job changes are to institutions of
higher prestige, 40% to lower prestige, and 28% to
JHE's in the same prestige level,

DISCRIMINAT ION IN THE MARKETPLACE (Chapter 12) veveeeeceesess 160

Primary Factual Conclusions:
1/ Market divisions do exist by sex, by religion, and

probably by race, There are submarkets in which women
predominate, submarkets for Catholics and for Methodists,

-submarkets for non-whites and for whites. Women tend

to be concentrated at women's colleges where they teach
Toncer hours tha: men and a&re »aid -less. - Teachers without
religious preference are concentrated at non-denomirational
and public schools, Catholics at Catholic schools, and
Protestants are at Protestant schools, '
Women are discriminated against. They fill dis?roportion-
ately high percentages of the positions at the least
prestigious schools and are underrepresented in the most
prestigious ones. As a rule they have fewer alternative
job options from which to choose,

Much of the discrimination is, however, economically
rational or self-imposed., Compared to men, women are
less qualified and less committed to an academic career.
Women are less likely to have earned a doctorate, to

be interested in researching, to have published ex-
tensively, and to have been educated at one of the top
prestige schools. At the same time, women are more
likely to desire teaching assignments at woments
colleges, a group of IHE's that typically pays low
salaries to men and women alike.

To a limited extent, the discrimination against

female professors is imposed by employers and is non-
economic. Even after allowing for the fact that women
tend to publish less, disproportionately few women are
hired by the best IHE's,

Church-related |HE's hire disproportionately large
numbers of teachers who are of the same faith., This is
especially true in the Catholic collieges, Although
persons with strong religious preferences hold jobs in
the less prestigious institutions at lower salaries and
higher teaching loads, the differences are attributable
to the types of institutions by which they are employed,
not discrimination by a single employer. To the extent
that individuals of different faiths do in fact earn

~different remunerations, the differentials may be

XV
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explained by the comparative levels of education and
_ " ~publishing productivity and by the preferences of the
p - professors themselves to make choices among job offers
’ on non-e€conomic criteria,

THE HOn~ACADEMIC LABOR MARKET (Chapter 13) ..veeeececoscecese 177

Primary Factual Conclusions:

1/ There are substantial flows of manpower from academia
to other employments and back again. These flows have
two distinct characters, The first is that of scientists
primarily, who research for government and industry but
later return, primarily as researchers, to college
teaching. The second flow is of high school teachers
who usually are drawn into college level teaching by
recruiters from the poorer colleges, Taken together,
these two sources account for 2 out of every 10 newly

_ hired college teachers.

2/ In spite of these flows, a definite division does exist
between. academic and non-academic submarkets. The aver-
age man who enters college teaching from business sacri~
fices over $2500 in annual income, an indication that the
monetary remunerations are-substantially different., The
very nature of the work inside and outside academia would
seem to insure that such differentials may continue to
exist.

A THEORY OF THE MARKET MECHANISM (Chapter 1h4) .....0iveeeess. 185
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Primary Factual Conclusionss zz::

1/ An individual will extend his job search until he expects
the cost of additional search to exceed the benefit of
finding a better job, Both costs and benefits may be
calculated, Predictions about what types of individuals
will search jobs most ardously can be formulated.

2/ The theory of the market mechanism is adaptable to explain-
ing the use of several search methods at the same time
and of one search method several times -~ as well ‘as the
more conventional explanations of what search methods will
be used first and how many will be used in all.

THE EXTENT OF JOB SEARCH (Chapter 15) .e.ceeveeeencencnnneaas 199
Primary Factual Conclusions:

1/ The extent to which various candidates actively search
jobs may be measured by three different criteria: the
number of ﬁroductive days lost in search, the number of
search methods used, and the number of persons who do noth-
ing to find their jobs., As an average, approximately 8
days are lost, 3% methods are used, and one-fourth of ail
professors do nothing to make their availability known.

XV i




2/ Several identifiable groups stand to gain more than other

groups from job search. Candidates who have strong pref-

0 4 erences against remaining in their current situations and

% a low 1ikelihood of being found by an eager recruiter are
most likely to benefit from an extensive search. Accord-
ingly, emerging students who have no current job to fall
back upon search more than non-students. Candidates in
excess supplf disciplines and in markets where there are
many available candidates search more than the candidates
who are likely to be sought and found by recruiters.

3/ The most extensive searches for jobs are pursued by the
candidates who have the most to gain and the least to lose.
Among the big gainers are candidates who are poorly situated
and have a strong desire not to continue =t their present
lgcations, inconspicuous to recruiters because of the obscu-
rity of their present locations, in fields of excess supply
where prospects are easy to find and employers are unlike-
ly to contact those who are not obvious, Among the big
losers are candidates whose prestige might be jnjured by
overt job seeking, candidates who might jeopardize their
current jobs if their employers were to learn of their

search, and candidates who cannot free the time necessary
to pursue jobs,

THE JOB HUNT (Chapter 16)

.....I....‘...I.......‘.....‘...... 2]8

Primary Factual Conclusions:

1/ The most acceptable method of finding a job is to do noth-

ing, or to proceed informally through a friend or former
teacher. Almost all aspirants to college teaching jobs
use these methods as a first step in finding a job. When
informal methods are unpromising, some candidates extent
the search by consulting formal intermediaries such as
college placement offices and teacher placement bureaus.

2/ The invisible, the poorly qualified, and the currently non-
teaching candidates ~- in short, those who stand to gain

the most from an extensive market search-- tend to rely more

t heavily upon formal methods, The well qualified, highly
|
|
|

. .demanded individuals often disapprove of using some types
- of formal liaisons and rely more heavily upon the informal
channels of communication.

T.HE ROL‘E OF L'A'SONS (Chapter ]7) ® 0 5 00 000050000600 009 ¢ ,090000 230

Primary Factual Conclusions:

1/ Graduate and undergraduate school professors, classmates
and colleagues, departmental offices at graduate school,
publishers?! representatives, college placement offices,
church~related placement 'services, offices of profession-

. . al associations, specially provided convention placement
services, commercial teachers agencies, public employment
service offices, and the "want ad" pages of professional

“.journals are all sources of placement as istance_ used b
éandidates; The most popula? method of fob seeking is Y

the writing of "blind letters" of inquiry to prospective
employers., | | | | |
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Graduate schoo] prcfessors are especially helpful to
well-qualified, recent graduates who desire appoint- ot
ments at top-level [HE!s where research ig emphas jzed, L.
, Blind letters are ysed most frequently by emerging stu- |
b dents. Although a small minority avoid letter writing |
\ because they regard such overt job seeking as "unpro-~ |
, fessional (L%) or "worthless" (9%), in most minds the .
- method s both respectable and worthwhile, |
%/ College Placemznt offices, the most important of the
organized liaisons, are used primarily, though not
exclusively, by recent graduates, In a tynical year,
a8 large placement office is notified of approximately
7,000 vacancies, most of them at the beginning ranks.

.

5/ In spite of the fact that it is often regarded as y
"unprofessionai™® or "worthless," 7% of the job seeking

college teachers register their needs with a commercial

employment agency, ' \

The convention Placement service is an efficient and

accepted mechanism for Putting employers in touch with

Prospective candidates, Many good jobs are found
through this intermediary.

<

THE ADEQUACY OF MARKET INTERMED IAR IES (Chapter 18) ceeveeive. 254 .

; Primary Factual Conclusions: ,
1/ Many urge that the market mechanism be improved, Thirty-

poor" or "very poor." _ |
2/ The arecas of the market least adequately serviced by the |
current mechanism are not at all obvious, Dissatisfaction |
Is equally Present in large markets and small, in markets -
-of excess demand and markets of excess supply, in the |
humanities as wel] as the sciences, in the fields with |
extensive outside employment oppOrtunitnes.an§ those 1
without, Although the market may be functioning slightly
better for the top prestige institutions, the sanctions

- ness ¢of even this.market. ) .

3/ The efficiency, desirability, and popularity of various
methods of job seeking differ greatly. The method where-
by the most” jobs may be found, regardless of qualjty, is
registration with a commercial teachers! agency, The
job leads from faculty colleagues are the ones most
often accepted. And, as stated before, biund.letgers
are the most frequently used method of searching job -
vacancies., ] .

4/ A large number of cooperative efforts in the area of
college teacher placement are under way or proposed,
including The Cooperative Collegg Registry, the ASCUS

‘Reciprocity Agreement, the Association for Higher Educa-
tionts E.R.M.1., and a proposal from U,S.E.S, ,
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Primary Factual Conclusions:

1/ Almost all professors have severaj concrete job offers
(the average is three) which means that they must choose
between competitive opportunities., -~ |
2/ In order of their stated importance, the following variables
determine which jobs are chosen and rejected: the attitude
and ability of the IHE's top management, courses to be
taught, teaching load, research facilities and opportuni-
ties; "competency of professional colleagues, salary,
prospects for future salary increases, quality of students,
‘cultural‘épportunities, congeniality of colleagues, aca-
demic rank, fringe benefits, nearness to graduate school,
_ ‘‘climate,"héarness to friends and relatives, and oppor-
R tunities for earning outside income. .
" '3/ Proféssors choose jobs for different reasons., Publishing
' scholars and scientists--especially those located at |
Tt large’ahd’prestigiols IHE's-~stress factors that relste
to their research .responsibilities, whereas others place
greater stress upon the teaching-related aspects of
competitive job offers, i
.&/ Professors! statements about what factors are important
in job choice are a relatively reliable measure of the
factors that really are important.
5/ The majority of professors "dream about" teaching at a
Harvard-Yale type IHE, though many real ize that such
dreams are unrealistic..._..

Bl L P

‘ TOWARD A WAGE AND EMPLOYMENT THEORY FOR PROFESS [ONAL MARKETS
{ (Chapter 20)~..’..e......l'........?...0......00.......... 296

} .Primary Factual Conclusions:

‘ 1/ The concepts of "net advantage" and "a unit of labor"

t need to be very carefully specified when theorizing

| about the labor markets for professionals., -

é , 2/ There are many phases to the problems of defining a_
labor market. One of the most promising solutions is to
study variations in salary structure and to express

: the results in terms of set theory. o

& I 3/ The concepts of labor demand, labor supply, and equili-
[ brium also need to be clarified and specified.
|

RECOMMENDAT [ONS (Chapter 21) cueveeeossecesccsoscsoscsocscoees 309

Primary Factual Conclusions:

1/ Society is urged to institute a Journal of Academic
| Vacancies and an Academic Register. The need for more
| ) information on methods of job finding and opportunities
h ; in various disciplines for people of various levels of
5 training is also expressed.

b \ , -
..'
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J 2/ Both employers and candidates need to approach the aca-
demic lab: r market with more information and in a more
systematic manner,
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AN ECONOMIC ANALYSIS OF

THE ACADEMIC LABOR EARKET.,.......CHAPTER 1

"If one of the nation's most scarce resources, manpower
capable of teaching at the college level, is to be utilized
optimally we must understand better the hows and whys of college
teacher mobility. It is the intent of this study to identify,
describe, and evaluate--both theoretically and practically~-
the current procedures by which college teaching jobs are
found and filled. Stress is placed upon understanding the struc-
ture of academic labor markets and the activities (use, struc-
ture, administration) of the nearly 2500 !placement agencies, '
ranging from the relatively informal efforts of individual
departments, with graduate schools to the highly formalized

'Procedures of the fee-charging private employment agencies.,

"Mail cuestionnaires to a stratified sample of over 10,000
college teachers in new jobs will be used to identify, among
other things, the relative importance of various job finding
methods. To understand the activities of placement agencies,
selected agency heads will be interviewed personally,"

The task outlined in these words of the original research

proposal has been accomplished and this is the report of the
results.

In recent years scholars have not neglected the study of

@Eheir own institutions. From The Academic Man to Academic

Women, studies have involved virtually all aspects of the
academic institution., Paul Lazarsfeld ang Wagner Thielens have

. 8tudied The Academic Nind.h,The.organizationgl structure and
, ‘systems of authority of the-nation's best universities have been

reported by Theodore Caplow and Reece ¥cGee in The Academic
Varketplace. All of these studies, and most of the others,
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have, however, been conducted by sociologists from a sociological'
perspective. The neglect of economists, especially labor
economists, in applyingz their analytical tools to the marlets

- in which they and their faculty colleagues are personally in-

volved has been longstanding.

. Thls meglect is not, however, the product of conscious
discrimination against academia as such, for labor economists
have generally avoided analyses of labor markets that do not
involve blue collar type workers. The New Haven worker has been
studied by Reynolds, the Trenton worker by iester,
the New England worker by Myers and Schultz, and the Philiadelphia
worker by Palmer, to mention only a small portion of the studies
of the structure of labor markets for blue collar workers.
Notably absent from the literature is information on the operam
tions of the labor markets for professicnal workers.

The present volume has been written with twin objectives
in mind~-one practical, the other theoretical. While analyzing
the relevance of the economic theory of blue collar markets for
the markets where the services of more specialized workers are
proferred and purchased, I have tried to remain alert to the
policy implications of the behavior observed.

IMPLICATIONS TOR POLICY

Anticipated shortages of properly trained college teachers
can be reduced by three means: attract more young people to the
profession, retain persons once committed, and encourage an
"optimal" distribution of the scarce manpower that is available.
In order to maximize the numbers attracted and retsined end *o
maximize the utilization of a fixed supply, effective methods
of placing college teachers are esseniial.,

Economic theory indicates that for a free labor market
(e.g., a labor market for college professors) to function
effectively: (1) the highest bidder for labor services should
be the employer mos. in need of the services, (2) the persons
possessing college teaching skills must be awars of the various
advantages offered by jobs with all employers, and (3) the trained
college teachers immst move toward those opportunities that
offer the greatest "net advantage." If the placing of college
teachers is to be as meaningful as possible, this theoretical °
model must be related to the realities of professorial market-
Places. Specifically, four different problems must be studied.
First, one must define what would be the optimal distribution of
teachers if it could be achieved. Second, one must assess the
current distritution in light of the ideal. Third, one must
analyze why the actual and optimal distributions differ. And
fourth, one must develep the techniques and procedures necessary
to improve the methods of distribution so that the actual becomes
more like the optimal, , |

~ One of the twin objectives of this study is to develop an
understanding of the economic and institutional factors bearing
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upon the effective utilization of one of the most scarce species
of professional workers, college professors, and, on the basis
of this knowledge, to suggest measures for improvement. Answers
to the following questions are sought:

() How do college teachers learn about jobs? What is the
FTelative importarnce of the following means of bringing
together employer and employee: £formal employment
services of various types, tips from friends and
former graduate instructors, want ads in newspapers and
professional journals, unannounced letters to possible
employers and chance? Are there significant dif-
ferences in the ways different persons locate jobs by
geographic region, years of experience, type of hiring
school, prestige of hiring school, scholarly doctrine,

- extent of education, prestige of educating school, or
demographic characteristics?

(2) What formal procedures have been developed to facili-
Tate CoLlege Teacher pLacement?s Who offers formal
Placenent services? How are these agencies organized
and administered? What are their budget and personnel
requirements? How do they solicit and publicize
"jobs wanted" and"positions-available?" What techniques
are used for matching, referring, filling? Are there
c?rtain groups of professors that are dissatisfied
with existing placement procedures? How can the
services and techniques of the present agencies be
improved? What would be the "ideal placement service™?
How could the practical problems that would be encoun-
tered in developing this ideal be overcome?

(3) VWhy do college teachers choose particular jobs? How
important are salary differentials and other factors 1n.
job choice? What roles do friends, climate, work
load, physical and research facilities, rank and
administration play in the job switch and job choice
decisions? How do the factors that cause professors
to leave one job differ from those that attract them to
another? How do the factors that attract professors
to first jobs differ from the factors that draw them to
second and third jobs? Are there significant differences
in why professors choose jobs by geographic region,
years of experience, types of experience, types of
hiring school, scholarly doctrine, extent of education,
prestige of educating school, or demographic character-
istics?

IHPLICATIONS FOR THEORY

The role of the market. In a competitive economy a market
~is the mechanism whicH allocates the available supply of goods




- and services among the various demands. There are two basic
types of markets, one for outputs and one for inputs. The out-

put market distributes f£inal goods and services to consumers.

The scarcest commodities will go to those who bid the highest j
for them. The input markets allocate the factors of productlon | o
among the various producers, again in response to the highest
bid.

The labor market, an input market, functions to distribute
workers' services. Essentially labor is homogeneous, but perfect
substitutability, know’edge and moblllty are realized only in
the minds and models of economists. In the real world there is
not one ideal labor market, but many markets. In each of these |
markets the supply is the quantity of labor willing to work at |
various wage rates and is usually considered to be dependent on |
some dlsut111tv function. The natural reluctance toward laboring
is overcome by the utility of the goods that wages will buy.

The demand for Llabor services is derived from consumer preferences

- and the productlon function .and is expressed by - the marg1na1

revenue product function. Abldlng by the profit maximization 1
principle, demanders w111 hire to the point where marginal revenue |
product equals the wage.l |

Although many labor markets eylst, it is still mean1ngfu1 |
to speak of "“the labor market'--not as a physical union, but as |
a conceptual linking of the individual markets, accomplished by |
virtue of labor's essential homogeneity and w1111ngness to move .
in response to wage differentials. Thus if there is excess .
demand in any market, the marginal revenue product will exceed
the workers?! marginal disutility and theoret 1ca11y supply should
be induced into thls market, until the demand is satisfied.

The optimal allocation is achieved when the existing wage struc-
ture induces no further movement. Here the "proflt" max1mlzat10n
criterion is fulfilled for each market. ' Since labor demand is

a derived demand, given certain cther conditions, fulfillment

of this competitlve principle should also represent welfare
maximization.

The Academic Tabor Market. Any labor market is an allocative
mechanilsm and 1§ A useiu. concept worthy of study in order to
perfect the distributive process. The academic labor market
is one such market. This market brings together the supply of
labor resource quallfled for college lewvel teaching with the
demand for these services. The supply need not be restricted
to current college faculty, but can and does include potential
teachers presently in elther non-collegiate employment, or
graduate school. The services of these factors include not

| 1. The profit may1mlzatlon as defined above-does not hold
for a monopsonlstlc situation in the 1abor narket.




only teaching, but also research and administrative ability.

The market is thus not restricted to the demands of educational
institutions alone, but extends beyond the academic community to
encgmpass the demands of business, government and administrative:
fie ds. '

The academic labor market is thus a subset of "the labor
market! but in turn is 'the labor market" relative to many sub-
markets established along lines of academic discipline, geography
and personal charact<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>