
WHAT IS 
TO B E DONE? 

A TWELVE-STE P PROGRA M 
FOR ACADEMI A 

L et m e begi n wit h a  riddl e fo r highe r educatio n i n th e 1990s : I n thre e 
letters, what is the name of a lengthy and expensive cultural enhancement 

program fo r ter m employees in the academy—employees, i n other words, who 
have been hire d fo r a  fixed term an d n o longer ? Stumped ? Perhaps , lik e many 
Americans, just bored? Or, like most of the higher education community , eager 
to change the subject? Th e key part o f the riddle again : a cultural enhancement 
program for term employees. Th e answer: the Ph.D. 

It i s true tha t a  few of these term employee s will be selected fo r permanen t 
academic jobs. Not necessarily the best and the brightest of them either, though 
some of the mos t talente d wil l succeed. Bu t fo r th e mos t part , a  patchwork o f 
local cultura l an d politica l force s wil l operate—wit h a  logi c tha t n o outside r 
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could possibly grasp—to selec t candidates fo r tenure-trac k jobs . The academi c 
job market is , in a sense, like a lottery, though one whose rules grow out of the 
dynamics of local power an d folly. 1 Nothing , fo r example , i n th e self-image o f 
academia would suggest that departments should avoid hiring the most intellec-
tually innovativ e candidate s fro m a  field  o f applicants , bu t the y ofte n do , 
sometimes becaus e they are threatened b y them, sometime s becaus e no one on 
the search committee i s well enough informed t o have a clue about th e quality 
of the candidates. 

Wait a  minute , cr y th e self-appointe d angel s o f th e faculty , momentaril y 
distracted fro m recitin g a  litan y o f eterna l cultura l truths , thos e aren' t ter m 
employees; those are graduate students. We are off to a bad start. We are trying 
to pos e thi s riddl e t o a  facult y audienc e alread y offende d a t th e ide a tha t 
graduate educatio n i s professional training , rathe r tha n a n initiation int o tran -
scendent mysteries . Graduat e education , the y migh t argue , i s th e mean s b y 
which ou r mos t sacre d secula r knowledg e passe s fro m on e generatio n t o th e 
next. After all , as the up and coming president o f a major nationa l disciplinar y 
organization declare d a t a  dinne r part y recently , "We'r e no t runnin g denta l 
schools!" Indeed not . Young dentists-to-be migh t be a lot harder than graduat e 
students to deceive, intimidate, and exploit. 

Is this what higher education ha s come to? Unfortunately, th e answer is yes. 
Before mos t o f our graduate student s were born, bac k in th e 1960s , you never 
thought abou t futur e employmen t i n th e mids t o f graduate school . Bac k then , 
in a  seller's marke t tha t wil l neve r retur n (excep t fo r group s o r specialization s 
that ar e i n shor t supply) , departmen t head s sometime s travele d aroun d th e 
country seeking out job candidates . Bac k then, al l the petty abuses of graduate 
study recede d int o memor y a s a  ne w jo b an d a  differen t statu s loomed . A 
distinguished scholar who received his degree even earlier, in the late 1950s , told 
me h e remembere d everyon e gettin g a  job, includin g thos e h e was convince d 
weren't very good. Now, some believe the best students succeed, but tha t i s not 
always the case. For th e large number o f academics who believ e we can ignor e 
present conditions unti l better times return, i t is past time to state the obvious: 
the good times are over. 

As I argued in the last chapter, the problem with graduate study now—in a 
long-term environment where jobs for new Ph.D.s are the exception rather than 
the rule—is  tha t apprenticeshi p ha s turne d int o exploitation . Le t m e expan d 
the clai m here : whe n apprenticeshi p lead s t o n o futur e i t become s no t onl y 
unethical bu t also pathological. Apprenticeship with n o future i s servitude. For 
then th e abuse s o f hierarch y an d statu s hav e n o compensator y an d cancelin g 
structure. Without a viable job market, Ph.D. programs have only one economic 
rationale—they are a source of cheap instructional labor for universities . 
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In m y own department , "teachin g assistants " fo r th e mos t par t desig n thei r 
own syllabi , conduc t al l classes , an d grad e al l assignments . Man y o f them , 
moreover, d o absolutel y splendi d work—dedicated , impassioned , innovativ e 
work. They often delive r much better teaching than permanent faculty would in 
beginning courses , especiall y course s lik e compositio n an d beginnin g languag e 
instruction tha t have notoriously high burnout rates . 

To thin k o f replacin g suc h a  labor poo l i s unpleasant , perhap s impossible , 
and certainl y pedagogically ill-advised . The alternativ e mos t appealin g t o some 
politicians would b e to assig n th e course s t o existin g faculty , wh o would the n 
teach six  course s per semester, approximately the pattern in high school teaching. 
Responsibilities for those courses would include grading roughly 1,200 composi-
tion paper s a  year . A t tha t poin t ther e woul d b e n o tim e fo r facult y t o rea d 
enough t o keep up with thei r field, let alone do an y research o f their own . O f 
course many cultural conservatives would rathe r the humanities had no field to 
keep u p with ; th e humanities , the y feel , shoul d serv e an unchanging , unques -
tioned heritage that is simply transmitted from generatio n to generation. In any 
case, these "solutions" hold little appeal for universities . 

The alternative most often chose n is the part-time employee. They can, true 
enough, often b e paid even less than graduate students for the teaching they do. 
Community member s ca n sometime s b e paid hal f a s much o r les s per course , 
but the y often hav e less institutional loyalty , and les s current knowledg e of the 
discipline. Graduate students, on the other hand, are likely to be up-to-date and 
likely to believe they have something to lose from a  bad job performance. The y 
provide a cheap, dedicated, relatively stable labor pool with enough turnover t o 
assure that thei r work is of high quality . Moreover , th e logic of apprenticeship , 
however flawed and self-deceiving, i s ready-to-hand to convince faculty members 
they ar e no t exploitin g thes e "trainees" ; i t i s a  lo t harde r t o convinc e yoursel f 
you are not exploiting part-timers who may have the same advanced degree and 
qualifications tha t yo u do . Indee d som e facult y member s avoi d meetin g th e 
part-timers the y employ ; the y liv e thei r professiona l live s a s i f thei r part-tim e 
colleagues di d no t exist . Graduat e students , o n th e othe r hand , ar e one' s 
intellectual progeny; thus they are to some degree to be cherished, not avoided. 

Thus, whe n the y were mor e o r les s assured o f becomin g facult y members , 
graduate teachin g assistants ' lo w pay a s apprentices seeme d unimportant . Stu -
dent loans , while burdensome, coul d be paid of f in time on a  faculty member' s 
salary. No w ou r humanitie s graduat e students—man y wit h a n accumulate d 
debt o f $25,00 0 o r more—tal k abou t celebratin g thei r Ph.D . b y declarin g 
bankruptcy.2 

Meanwhile, the discrepancy between faculty members' high cultural murmur-
ings an d th e realit y o f loomin g unemploymen t o n th e stree t make s graduat e 
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study increasingl y embittere d fo r graduat e student s an d increasingl y conflicte d 
for al l involved . Those who complet e th e Ph.D . ente r int o a  job searc h tha t i s 
brutal and demeanin g for al l except a  few. And i t may go on forever . Fo r those 
who d o no t simpl y giv e up , five  o r si x year s o f post-Ph.D . jo b searchin g i s 
commonplace. Stil l longe r searche s ar e no t unusual . On e long-ter m jo b candi -
date, no w a  tenure d colleagu e a t anothe r schoo l i n Illinois , becam e a  facult y 
member eightee n year s afte r receivin g hi s Ph.D . Fe w o f u s coul d searc h tha t 
long without going mad. Most just give up. One of our recent Ph.D.s lived with 
his wife fo r a  year i n a  tin co w shed o n th e Texa s border . Unemployed , the y 
lived of f th e land . Though the y stil l have dreams, thei r mai n ambition  wa s fo r 
running water. 

LEPERS IN THE ACROPOLI S 
Neither thos e wh o persis t an d persis t an d eventuall y succeed , no r thos e wh o 
persist an d fail , persis t an d fail , persis t an d fai l again , leav e th e experienc e 
unchanged. Ye t n o professiona l organizatio n I  kno w o f care s t o find  ou t th e 
human consequence s o f a half decade or more of such professional hazing . The 
long-term job seekers of the academy are like lepers in the acropolis—a distrac -
tion, a  betrayal, a  burden, a  mirror tha t offer s u s an imag e o f ourselves we do 
not wan t t o see . One speak s of them t o cas t them ou t o f mind. Ho w many of 
them, we need to ask, think of themselves in the same way, speak of themselves 
for the same reason, to relieve themselves of self-awareness? 

Meanwhile, al l who teac h undergraduate s wit h passio n an d intelligenc e are , 
almost inescapably, recruiters for the discipline. To teach with affection fo r one's 
subject matter,  t o prais e student s fo r doin g goo d work , i s potentially t o dra w 
students into graduate study in the field. And al l of u s wh o teach at institution s 
with larg e graduat e program s benefi t fro m havin g someon e els e teac h les s 
attractive introductor y courses . Wit h th e institutiona l dependenc e o n chea p 
labor now a structural necessity and the personal gain for faculty members fro m 
this structure unavoidable , complicity with the system is universal. There is one 
nasty solution t o this problem—to giv e up mass higher education fo r th e poor 
and th e middl e classe s an d mak e i t instea d a n optio n onl y fo r childre n o f 
wealthy parents . Som e conservative s find  tha t alternativ e attractive ; i t woul d 
return higher education t o the race and class it originally served. 

Yet without graduat e student s ther e would b e n o teacher s o f future genera -
tions and n o young faculty t o carry on researc h traditions . O f course , i f we are 
only givin g a  full-scal e post-secondar y educatio n (a s oppose d t o instrumenta l 
job training ) t o a  smal l subse t o f thos e generations , the n w e d o no t nee d s o 
many future facult y members . As for research , n o doub t som e believe industr y 
could fun d th e onl y researc h tha t matters , applie d technologica l researc h wit h 
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an immediate commercia l payoff . Man y of us realize how short-sighted tha t is , 
but much of the public does not. The humanities in particular has done little to 
help the public understand the need for continuing research. It is thus especially 
vulnerable—first t o argument s tha t teachin g shoul d replac e release d (o r as -
signed) tim e for research , and, second, to arguments tha t technologica l innova -
tion ca n mak e teacher s o f a n immutabl e traditio n obsolete . Indeed , a s CD -
ROM an d othe r compute r technologie s improv e ove r the nex t years and mor e 
complex prepackaged course s gradually become available, technology will begin 
to place even more downward pressur e on th e depressed academi c job market . 
CD-ROMs may actually be the first technology to hold real promise of eliminat-
ing teaching jobs. 

This inherentl y unstabl e syste m survive s a t presen t becaus e undergraduate s 
continue t o appl y t o man y graduat e program s i n larg e numbers , despit e th e 
depressed jo b marke t an d despit e journalisti c attack s o n som e disciplines . Ye t 
many people , w e nee d t o realize , ente r graduat e schoo l withou t clea r caree r 
goals. The y com e t o stud y literature , music , art , history , physics , philosophy , 
mathematics, o r anthropolog y becaus e the y lik e doin g s o an d becaus e the y 
cannot ye t se e themselve s i n a  full-tim e jo b outsid e academia . Man y neve r 
actually envision themselve s a t the front o f a classroom unti l thei r department s 
put the m there . Bu t bot h thos e graduat e student s wh o onl y d o researc h an d 
those who also devote substantial time to teaching acquire serious career aspira-
tions in the course of their doctoral studies. In fact they acquire an identity they 
did not have at the outset. These commitments can become very deep. We are, 
after all , talking about six to eight years of teaching and research while working 
for th e Ph.D. Fo r many, temporar y jobs after th e Ph.D. ad d more years to the 
pre-tenure-track full-tim e teachin g an d research ; th e tota l tim e ca n b e twelv e 
years o r more . A t tha t point,  o r earlier , som e los e eve n thei r part-tim e o r 
temporary jobs ; the n thos e unemploye d academic s fee l les s lik e trainee s wh o 
haven't made the grade than like seasoned professionals arbitraril y fired in mid-
career. Indeed , some have publications and teaching awards to prove they have 
made th e grade . Then suddenly , i n thei r thirties , the y are cu t of f fro m a  field 
they have inhabited for a decade or more. And they have to invent an alternative 
future the y have not eve n imagined, le t alone one for which the y have trained . 
For faculty members denied tenure there may at least be some rational explana-
tion fo r th e shock. For the failed job candidate, especially those whose achieve-
ments are real and whose further promis e and potential are confirmed b y faculty 
advisers an d journa l editors , n o reasonabl e explanatio n come s t o mind . Their 
life suddenly becomes incomprehensible. 

The appallingly insensitive response some senior faculty members have made 
to thi s crisi s is , unfortunately , wel l exemplifie d b y the publi c statement s som e 
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leaders of disciplinary organizations have recently seen fit to make. In "The Job 
Market an d Survival, " a  brie f commen t tha t Moder n Languag e Associatio n 
president Sander Gilman published in the newsletter issued by the organization's 
graduate studen t caucus , th e self-congratulator y focu s i s o n tellin g everyon e 
what a  wonderful organizatio n th e ML A is . It s "bi g umbrell a .  . . welcomes" 
everyone; graduat e student s ar e "simpl y younge r colleagues. " Consolatio n fo r 
unsettled tenure d faculty , o n th e othe r hand , wa s th e apparen t focu s o f a 
presentation Sandr a Gilbert , the n soo n t o b e presiden t o f th e MLA , mad e a t 
Iowa City , a t a n Association o f Departments o f English conferenc e i n June o f 
1995. The problem, she suggested, is not with the job market but with graduate 
student an d facult y attitudes . Studyin g a  disciplin e intensivel y animate s you r 
soul; yo u shoul d b e gratefu l fo r th e opportunity . A s fo r th e chanc e t o teac h 
rhetoric for a  few years, she argued, graduate teaching assistants should think of 
it lik e a  stin t i n th e Peac e Corps : i t make s th e worl d a  bette r place ; d o no t 
expect it to lead to a permanent job; feel fulfilled b y the experience and then get 
on with th e res t o f your life . O f cours e teaching assistant s ar e not bringin g an 
unfamiliar skil l to a foreign country . They are sparing Sandra Gilbert and other 
tenured facult y fro m a  teachin g responsibilit y tha t woul d otherwis e fal l t o 
them. What life  is i t that—shal l w e call them Gilbert' s "Compositio n Corps " 
volunteers—are suppose d t o retur n t o afte r twelv e years in th e field? Gilbert's 
ideology woul d see m mor e fitting  wer e i t embodie d b y th e archetypa l dea d 
white mal e o f th e cano n debates , rathe r tha n b y on e o f ou r leadin g feminis t 
critics. Gilman , notably , ha s ofte n bee n cas t o f lat e a s a  defende r o f th e 
oppressed, bu t apparently underpaid graduate students or adjunct teacher s with 
no futur e ar e either no t oppresse d o r inequitie s ar e easy to overloo k o r under -
value when you are complicit in them. 

Having bee n treate d t o reactionar y humanis m (i n th e perso n o f Sandr a 
Gilbert) chastisin g graduat e student s t o improv e thei r souls , we no w hav e th e 
benighted Lef t (i n th e person s o f Jim Neilso n an d Gregor y Meyerson) urgin g 
them t o improv e thei r politics . " A graduate educatio n i n th e humanitie s ma y 
equally be a  political education, " the y write, " a means by which student s learn 
to rea d th e historical , social , an d economi c truth s hidde n an d distorte d b y 
capitalist culture " (271) . S o what ar e these Ph.D. s withou t academi c employ -
ment t o do ? Humanist s wan t t o maintai n larg e graduat e program s t o kee p 
heaven peopled with sensitive souls, while some Leftists apparentl y imagine that 
corporate Americ a wil l b e staffe d wit h th e newl y minte d untenurabl e radical s 
who cannot get faculty jobs. That's all well and good, but I don't encounter any 
unemployed Ph.D. s savoring their very personal lesson about capitalism—thei r 
entry int o th e jobles s future . Th e self-satisfie d promotio n b y academic s o f a 
long-term research degree as a preparation fo r writing ad copy or working in K-
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Mart is at best cruel and unusual punishment fo r its victims. About a politically 
and culturally consciousness-raising master' s degree I have no problem; as I will 
argue, it's a place for warranted expansion. Doctoral programs are not. I say that 
with no little sense of loss, since I am deeply invested in working with doctora l 
students, bu t I  als o know th e presen t syste m i s bruta l an d unacceptable . On e 
can imagine , say , a two-year M.A. in "rhetori c and cultura l politics " combine d 
with trainin g i n bein g a  union organizer ; a  graduate o f such a  program migh t 
feel culturall y enriche d an d empowered . A  Ph.D . wh o ha s t o giv e u p bot h 
teaching and research will not. 

But suc h are the contradictions o f subjectivity whe n peopl e fee l thei r privi -
leges threatened . Suc h to o ar e th e peril s o f a n academi c sta r syste m tha t ha s 
rewarded careerism as though it were a selfless intellectual quest; we will encoun-
ter thi s sor t o f disjunctio n repeatedl y i n year s t o come , a s w e tur n t o ou r 
supposed academic leaders in a  time of crisis and discover they have little sense 
of solidarity with th e profession a s a whole. As with th e progressive scholar s at 
Yale wh o ha d n o patienc e wit h graduat e student s assertin g thei r rights , th e 
values faculty members promote in their research may have no bearing on thei r 
daily lives. Meanwhile , on e ma y contemplate th e resul t Gilbert' s claim s would 
have wer e the y mor e honestl y translate d int o th e languag e o f a  recruitmen t 
brochure: "Com e an d teac h marginall y literat e busines s major s ho w t o write ! 
Help student s increas e thei r earnin g power ! Loans availabl e to hel p cove r your 
expenses! Good job performance ratings will have no effect on plans to terminate 
your employment!" 

As for rea l recruitment brochures , suffice i t to say that i t is disingenuous and 
dishonorable t o claim tha t warnings to prospective graduate students abou t th e 
job marke t ar e sufficient , tha t suc h warning s tak e facult y an d institution s 
morally of f th e hook . Th e undergraduat e senio r ca n easil y dismis s warning s 
about a  career to which he or she is still quite uncommitted . The commitmen t 
comes later, the career seduction come s later, identity formation come s later. I t 
is with a certain corrupt relie f that faculty and administrators note they can post 
job warnings and still lure applicants into the labor pool. That they can do so is 
hardly surprising , sinc e applicant s ar e focused o n studyin g subjec t matter , no t 
planning careers . Meanwhile , th e incom e fro m graduat e teachin g seem s t o a n 
undergraduate lik e enough t o get by on. The package is appealing, it s eventual 
psychological cos t often a t once large and unimaginable . Nonetheless , th e pool 
of applicants will eventually decline once those who teach undergraduates really 
hear the job market's blunt message: there is no future in the Ph.D. The message 
will not in any way mean what i t means to graduate students whose careers are 
cut of f i n mid-stream—th e realit y fo r ne w Ph.D. s wit h si x o r mor e year s o f 
teaching experience. To undergraduate s th e message will instead be partly sym-
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bolic, vaguel y invokin g disaste r o r impossibility , an d partl y incomprehensible . 
But the symbolism will be negative and it will be decisive for some. 

Meanwhile th e contradiction s i n th e presen t system , wit h it s hig h ideal s an d 
brutal consequences, make life structurally schizophrenic for some. Consider, for 
example, th e strain s an d reward s o f directin g a  graduate program . Ecstati c a t 
bringing brilliant student s int o th e program an d seeing them develo p int o fine 
scholars and teachers , graduate program director s then fac e a  sense of guilt and 
despair when those same students fail to get jobs. Imagine, furthermore, wha t it 
feels like to see some of your faculty colleagues write brief, lazy , and indifferen t 
letters of recommendation i n this context. I t is hard to imagine that this system 
can sustain itself indefinitely . 

Some parent s o f undergraduates , o n th e othe r hand , especiall y thos e wh o 
resent havin g thei r childre n taugh t b y teachin g assistants , migh t welcom e th e 
widespread collaps e of graduate programs . After all , they think the y are paying 
for professoria l teaching . An d th e crude , widesprea d reputatio n o f teachin g 
assistants—again fuele d b y the media—is o f people who do not care and who 
do no t spea k English . Tha t i s certainly no t th e worl d I  know—th e worl d o f 
teaching assistants in fields like history, philosophy , an d English—wher e dedi -
cated young professionals deliver the best possible teaching at the lowest possible 
cost. In man y cases senior faculty would delive r an inferio r product . Although, 
for example , I  hav e taugh t compositio n an d enjoye d it , I  woul d no w find  i t 
demoralizing an d intolerabl e t o hav e to grade hundreds o f composition paper s 
each semester. There is no way I could do i t as carefully an d thoroughly as my 
graduate students do. So what is to be done? 

Well, one valid argument is that there is no oversupply of new Ph.D.s. What 
the country lacks is the will to pay their salaries. As the need for a  more highly 
skilled work forc e increases , while secondary educatio n i n man y citie s remain s 
in a  stat e o f nea r collapse , furthe r educatio n fo r hig h schoo l graduate s i s a n 
increasingly urgen t socia l need . W e ar e simpl y les s willing t o pa y fo r it , les s 
willing, more broadly, to see collective goals and values like mass higher educa-
tion as meaningful. Fo r too long we have assumed such values were immutable 
laws o f nature , rathe r tha n vulnerabl e an d contingen t function s o f changin g 
cultural relations . Now , i n th e wak e o f ou r lazines s an d naivete , a s Erns t 
Benjamin an d my colleague Michael Berube and I have pointed out, other social 
needs have higher priority.3 So the argument that we actually need all these new 
Ph.D.s is politically and economically irrelevant. So what, again, is to be done? 

One modes t alternativ e t o overproducin g Ph.D. s i s t o expan d specialize d 
terminal M.A. programs that are designed to lead to alternative careers. Students 
in thos e programs could do some of the teaching that we cannot afford t o hire 
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faculty t o do. But effective career-oriente d master' s programs will take time and 
ingenuity t o devise , an d th e numbe r o f student s wh o ca n benefi t fro m the m 
may be limited. Not al l schools, moreover, will be equally well situated to make 
the cooperativ e arrangement s wit h potentia l employer s tha t coul d hel p mak e 
such program s successful . Broa d solution s t o th e problem s w e face , then , wil l 
require more varied remedies . 

A TWELVE-STE P PROGRA M FO R ACADEMI A 
The first  thin g facult y member s mus t d o i s admi t thei r responsibilit y an d 
recognize their potentia l t o address the problem. In a  1994 presidential colum n 
in th e MLA Newsletter,  Patrici a Meye r Spack s confidently declare d tha t facult y 
members coul d hav e n o influenc e o n publi c polic y towar d highe r education . 
Sandra Gilber t too k muc h th e sam e lin e tw o year s later . Bu t a s Lind a Prat t 
recently argue d i n he r essa y in Higher  Education under Fire, that i s simply no t 
the case . I t ma y b e comfortin g fo r Spack s an d Gilber t t o confes s impotence , 
since tha t relieve s the m o f responsibilit y fo r doin g anything , bu t citizen s wh o 
are willing to organize and act can influence budget s and policy. Certainly those 
faculty member s who have their own lobbyist in a  state capital will be surprised 
to learn tha t facult y member s ar e powerless. Second , we need t o recogniz e tha t 
the job crisi s i s a complex problem tha t need s to be addressed o n man y fronts . 
No singl e "solution " wil l suffice , no r wil l al l facult y b e equa l t o al l th e task s 
involved. I  a m writin g a  book abou t th e proble m becaus e tha t i s something I 
have learned to do. I  am not certain , however , tha t I  am the best person to talk 
with parent s o r legislators . S o people nee d t o be connected wit h th e task s they 
are best suited t o perform. Wit h al l these warnings in mind , then , le t me make 
a series of recommendations abou t what can be done: 

1. WRITE A BILL OF RIGHTS FO R GRADUAT E STUDENTS, TEACHING ASSISTANTS, AND PART-TIME 
OR ADJUNCT FACULTY. I f we admit tha t teachin g assistant s ar e no t apprentice s bu t 
rather ter m employee s simultaneousl y undertakin g a  rigorous disciplin e o f cul -
tural enrichment , thei r rights , thei r rewards , an d th e expectation s w e hav e o f 
them wil l change . Assuming the job marke t ma y remain depresse d fo r years , i t 
is time fo r a  national conversatio n abou t th e meanin g o f graduate stud y unde r 
these conditions . Suc h a  conversation migh t resul t i n somethin g lik e suggested 
guidelines for a  campus bill of rights for al l groups who teach on campus. 

For som e tim e permanen t facult y hav e hesitated t o pres s fo r firm  rule s an d 
better working conditions for adjunct an d part-time faculty for fear that regular-
izing their status would increas e the permanence o f these categories of teachers. 
The hop e ha s alway s bee n tha t thes e position s wer e temporar y an d woul d 
eventually b e filled by tenure-trac k faculty . Bu t decade s hav e passe d i n whic h 
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that strategy hasn't worked. S o it i s now time instead to work to upgrade thei r 
salaries and guarantee them grievance procedures and appropriate benefits. I f the 
gap i s closed between adjunc t an d permanen t facult y salaries , s o the argumen t 
goes, we may make adjuncts an d part-timers a  less appealing hiring category for 
university administrators . Frankly , I  thin k th e en d resul t wil l mos t likel y be a 
reduction i n startin g salarie s fo r al l beginnin g positions , bu t th e abus e o f 
temporary an d semipermanen t employee s ha s to end . Tenured facult y nee d t o 
stop ignorin g these people and becom e responsibl e fo r al l workers on campus . 
We need a  national debat e among all in higher education abou t th e ethics and 
instructional consequences of current and emerging employment practices . 

For man y reason s disciplinar y organization s ar e unlikel y t o initiat e suc h a 
debate. Man y of their member s would no t welcom e discussio n o f these issues , 
and th e organization s themselve s see k to pleas e and balanc e al l constituencies . 
Moreover, the existence of something like a graduate student bil l of rights opens 
the questio n o f ho w t o dea l wit h department s tha t refus e t o hono r it . Mos t 
disciplinary organizations are more inclined to rationalize and justify departmen t 
practices rathe r tha n polic e or criticize them. Department s wan t advocacy , no t 
scrutiny, fro m thei r nationa l organization , an d facult y member s ma y se e th e 
organization's primar y rol e a s producing field bibliographies, awards , an d pro -
viding them with career opportunities, no t ethical challenges. 

For al l these reasons , th e bes t place s for hones t debate s abou t th e futur e o f 
graduate study may be both individual campuses and multidisciplinary organiza-
tions. Small group discussions on campus can take place outside the surveillance 
of budget-minded administrators. At almost every other level in academia honest 
discussion risks penalties. At the national level debate needs to take place among 
people not invested in avoiding the truth. The membership of multidisciplinary 
organizations i s often bette r informe d abou t th e publi c standin g an d financial 
status of higher education than is the membership of most disciplinary organiza-
tions. 

2. TEACHING ASSISTANTS AN D ADJUNC T O R PART-TIM E FACULTY SHOULD UNIONIZE. What-
ever credibility a national bill of rights for these groups might have, it will never 
be fully realized on individual campuses unti l they exercise the power they now 
hold only in potential. Withholding thei r teaching services represents a genuine 
threat t o the capacity of many schools to sustain busines s as usual. Yet even on 
large campuses heavily dependent on part-time or graduate student teachers, this 
power will vary. For some schools historically invested in their national prestige, 
the power to embarrass faculty, administrators , parents , and alumni by protests, 
work stoppages, and strikes may be significant. Ye t administrators a t some elite 
schools, lik e Yale , see m t o tak e a  certai n prid e i n ba d publicity . I n an y case , 

WHAT I S TO B E DONE ? 
180 



withholding instruction alone will not win recognition at most institutions. And 
it wil l exer t surprisingl y littl e pressur e o n politicians ; fo r the m i t i s mor e a n 
opportunity for demagoguery than a  political risk. Again, with higher education 
partially delegitimated i n th e publi c sphere , graduat e student s wil l be easier t o 
represent as privileged rather than exploited. On some campuses, especially those 
in small towns and cities where the campus is a major employer , the real power 
is economic. Effective unio n organizin g on a  campus requires a  careful analysi s 
of the economic impact o f the campus and a  major effor t t o educate and buil d 
alliances with all potential allies. 

Wielding economi c powe r fro m a  smal l community , moreover , require s 
solidarity from facult y and staff. Othe r unions would need to honor picket lines 
and refuse campu s deliveries, and all employees would need to work together to 
provoke a n economi c crisi s i n th e relevan t politica l an d geographica l area . 
Interestingly, this can sometimes be done without  everyone going on strike—by 
scheduling a n economi c actio n immediatel y afte r a  monthl y pa y chec k i s re -
ceived an d the n withdrawin g al l saving s fro m stat e bank s an d credi t unions , 
refusing t o make all mortgage or rent and utility payments, canceling all nones-
sential service s an d repairs , an d makin g n o purchase s fro m merchant s i n th e 
state. One might organize group shopping trips to other states for al l purchases. 
In thi s wa y certai n campuse s ca n potentiall y ge t th e busines s communit y t o 
pressure boards of trustees and legislators to make concessions to a  union. S o a 
teaching assistan t unio n tha t strike s ca n produc e al l th e beneficia l effect s o f a 
campus-wide strike without,  say, faculty an d clerica l staff striking //those othe r 
groups are willing to take the economic actions outlined above. Many businesses, 
financial institutions, an d publi c utilitie s i n smalle r communities—includin g 
banks, water , gas , electric , an d phon e companies—maintai n surprisingl y lo w 
cash reserves and are quite dependent on a monthly influx of university income. 
A properl y ru n strik e i n suc h a  communit y simultaneousl y denie s the m tha t 
income an d drain s cas h reserves . Thi s strateg y woul d no t wor k i n Ne w York 
City but i t could work in many college towns. I t could work in New Haven or 
Urbana i f the faculty , students , an d staf f wer e united . I t i s certainly pas t tim e 
for faculty to begin thinking about the character of employment throughout the 
campus community ; th e fron t line s fo r th e defense o f tenure may , surprisingl y 
enough, prov e i n retrospec t t o hav e bee n th e cafeteri a an d th e electrica l shop , 
not the faculty senate. 

In a n Apri l 199 6 articl e i n Lingua  Franca, New  Yorker  staf f write r Emil y 
Eakin responde d t o a n earlie r versio n o f thi s pla n b y remarkin g "her e wa s 
revolution matter-of-factl y lai d ou t i n a n easy-to-follow , twelv e ste p formula. " 
My "progra m fo r improvin g graduat e studen t life, " sh e allowed , "mad e th e 
grade strik e a t Yal e loo k lik e ki d stuff " (p . 56) . Whil e I  a m amuse d t o b e 
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characterized as the Bakunin of Urbana, i t is also instructively depressing to see 
a New Yorker  writer placing these ideas—drawn from th e long history of union 
activism—on th e extreme Lef t o f American politics . I t gives us a good indica -
tion o f ho w muc h educatio n need s t o tak e plac e befor e academia' s exploite d 
employees ca n win publi c suppor t fo r th e action s the y mus t tak e t o win thei r 
rights. 

Indeed, jus t organizin g th e relevan t employee s an d the n winnin g suppor t 
from othe r campu s constituencie s ca n presen t majo r challenges . Bot h aim s 
require careful strategi c choices. Because graduate student salaries vary so widely 
from disciplin e t o discipline , i t i s often bes t t o organiz e aroun d a  set o f more 
universal issue s lik e healt h insurance , chil d care , tuitio n waivers , employmen t 
status, retiremen t credit , an d working conditions . Specia l care also needs to be 
taken t o reac h ou t t o undergraduate s an d wi n thei r support . Unfortunately , 
sympathy for thei r instructors has not been high among students of the eighties 
or nineties . S o a strike need s t o connec t wit h thei r self-interest . Thos e under -
graduates who understan d tha t the y themselves wil l soon b e graduate student s 
may b e amenabl e t o becomin g bette r informe d abou t equit y issue s fo r T.A. s 
Others may be reached by making class size a bargaining point . Smalle r classes 
mean more individual attention t o students and perhaps a  real benefit i n terms 
of the quality and marketability of their education. 

Whatever problems tenure-track facult y unionizatio n present s t o differentia l 
reward systems based on individual merit—especially a t research institutions — 
there are few comparable problems with teaching assistant, adjunct, o r part-time 
faculty unions. In fact I  believe graduate students or adjuncts who unionize have 
much to gain and little to lose but thei r illusions , thei r false consciousness , an d 
the myth s o f professionalis m tha t ca n mak e the m complici t i n thei r ow n 
exploitation. Unionize. To expose the ideology that blocks understanding of the 
present reality , i t is worth repeating a slogan tha t too many of us find antedilu-
vian and melodramatic: You have nothing to lose but your chains. 

3. MAKE TEACHIK G ASSISTANT S EMPLOYEES. Thi s i s th e crucia l perceptua l an d lega l 
issue, on e ofte n onl y achievabl e throug h grou p actio n an d unionization . I f 
graduate students are primarily acolytes learning a spiritual discipline, they may 
have few rights . O n th e othe r hand , i f they are primarily ther e t o perfor m a n 
instructional service for which they are paid, then they are primarily employees. 
If neither identity takes precedence, they still have reason to seek fair recompense 
and workin g conditions . Employee s ma y b e eligibl e fo r retiremen t benefits , 
unemployment compensation , an d better formal agreement s on working condi-
tions. In any case it is time for a  clear-headed discussion of this issue, combined 
with an effort t o grant graduate students the best of both worlds. 

mi 
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4. A  YEAR'S WORK FOR A YEAR'S WAGE. In m y ow n departmen t mos t graduat e 
students teach the same load as faculty—four course s a year—but unlike faculty 
they do no t ear n enoug h t o live on fo r twelv e months. Man y mus t ge t second 
jobs or take out loans to get through the summer. A Years  Pay for a Years Work 
seems like a good first principle an d a  good rallyin g cry for teachin g assistants , 
and part-time or adjunct faculty . Recognizin g that graduate student teachers are 
employees bein g pai d fo r thei r wor k make s i t mor e difficul t t o rejec t thi s 
principle for all these groups. 

5. CHALLENGE TH E PRIORIT Y GIVEN T O FACULT Y SALARIES. The las t thing facult y mem -
bers want t o admi t i s that the y are in competitio n wit h graduat e student s an d 
part-timers for limite d resources . I  believe it would b e better t o get this usually 
hidden conflic t ou t i n th e ope n rathe r tha n den y it s existence , sinc e teachin g 
assistant o r adjunc t salarie s wil l otherwis e alway s hav e th e lowes t priority . A 
possible mora l an d politica l challeng e t o facult y migh t b e organize d wit h a 
question something like this: Are you willing to give up all or part of next year's 
raise to fund a  20 percen t salar y increase for al l teaching assistant s earning less 
than $14,000 a year? 

On m y ow n campu s I  wa s recentl y a  membe r o f a  college-leve l financial 
planning committe e tha t recommende d usin g som e vacated facult y salarie s t o 
increase th e siz e an d numbe r o f graduat e studen t fellowships . Man y o f m y 
English department colleagues felt betrayed by this decision and called a meeting 
to protest i t (an d other elements of the committee's report) ; some criticized my 
role i n th e process . Mos t regaine d thei r composur e afte r som e discussion , bu t 
both th e leve l o f thei r ange r an d it s unreflectiv e characte r surprise d me . Fe w 
seemed embarrasse d a t arguin g tha t increase d graduat e studen t suppor t wa s a 
bad use of limited resources. Thinking back over the years, however, I recall that 
an incompeten t tenure d facult y membe r wa s usually considered a  tragic figure 
to b e tolerate d an d nurtured . A  teachin g assistan t wit h problem s i s ofte n 
someone to be fired. 

6. URGE COMMUNITY COLLEGES T O HIR E PH.D.S . The clai m tha t ne w Ph.D. s ar e only 
interested in research and not interested i n teaching is both false and malicious . 
For man y ne w Ph.D.s th e dissertatio n represent s a t onc e th e first and th e las t 
major long-ter m researc h projec t the y wil l undertake . I n fact , eve n a t researc h 
universities man y ne w Ph.D. s ar e primaril y investe d i n bein g teachers . Som e 
even gain community college teaching experience while on the market seeking a 
tenure-track jo b a t a  four-yea r colleg e o r university . Sinc e man y communit y 
colleges are either reluctan t o r flatly unwilling to hire Ph.D.s fo r full-time jobs , 
a valuabl e huma n resourc e tha t coul d benefi t bot h communit y college s an d 
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Ph.D.-granting institution s i s bein g wasted . Th e disciplinar y immersio n an d 
commitment and intellectual focus built into the Ph.D. has pedagogical value at 
all instructiona l levels . I f universitie s buil t workin g relationship s wit h junio r 
colleges—relationships tha t shoul d includ e teachin g internship s an d shoul d 
honor the pedagogical and political expertise of existing junior college faculty — 
it shoul d eventuall y b e possibl e t o increas e th e percentag e o f Ph.D. s o n thei r 
faculties. O f cours e significant number s o f tenure-track junior colleg e appoint -
ments will not open up unless those institutions decrease their reliance on part -
time faculty. Thu s this is obviously not a  short-term solution , bu t the job crisis 
is not abou t t o disappear . Despit e th e problems with thi s scenario , i t i s worth 
investigating. I t coul d b e one part o f a multiple-front strateg y for dealin g with 
the job crisis. 

7. EXCHANGE POSTDOCTORAL TEACHERS. One of the dangers of the current marke t is 
the temptatio n t o establis h a  permanen t clas s o f underpai d an d overworke d 
faculty. Solutions that open a new phase of temporary employment—salaried a t 
at leas t $25,00 0 pe r yea r fo r postdoctora l teachin g fellows—ar e risk y bu t 
preferable t o some of the alternatives in place. Moreover, teaching after earnin g 
the Ph.D. doe s somewhat increas e marketability. Forma l exchange programs — 
either between two universities or among larger groups of schools—would tak e 
some o f th e anguis h an d uncertaint y ou t o f th e curren t yearl y searc h fo r a 
temporary position . Three-yea r postdoc s would giv e people a  somewhat secur e 
base from which to apply for permanent jobs. Although I  believe administrators 
should work hard to create such programs as soon as possible, it is also necessary 
that suc h programs , a s I  shal l argue more full y i n th e nex t chapter , b e strictly 
limited t o school s tha t hav e their ow n doctora l program s i n th e field and tha t 
have significantly reduced those programs in size. 

8. CHALLENGE DISCIPLINARY ORGANIZATIONS. As Steven Watt recentl y pointed ou t to 
me, academic disciplinary organizations were eager to be creative and innovative 
in respondin g t o a  Ph.D . shortag e i n th e 1960s . The y adjuste d requirement s 
and streamlined programs, all to produce more Ph.D.s more quickly. They have 
been singularly inchoate in the present crisi s of oversupply. These organizations 
often se e justifyin g disciplinar y tur f an d practice s a s thei r centra l mission . 
Graduate student s an d part-timer s ar e no t thei r primar y constituencies . Th e 
logic o f th e bureaucracie s tha t ru n th e large r organization s i s obvious : neve r 
offend th e membership . Les t anyon e hav e an y doubts , remembe r tha t th e 
members who count ar e the permanent faculty . Onc e again, graduate students , 
adjuncts, an d thei r preciou s fe w allie s amon g th e tenure d facult y mus t exer t 
maximum pressur e o n thei r disciplines ; t o b e effective , al l thos e deepl y con -
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cerned abou t th e job crisi s must no t onl y act individually bu t mus t als o gather 
together t o ac t collectively . Disciplinar y organization s mus t b e compelle d t o 
direct mor e o f thei r resource s towar d examinin g an d intervenin g i n highe r 
education's crisis and less of it toward enhancing their members' careers. 

9. FIGH T FALSE CONSCIOUSNESS / EDUCAT E THE EDUCATORS. Many AAU P member s 
realize that faculty members can affect both public perceptions and state budgets, 
but th e AAUP does no t hav e enough members , a  fact tha t say s less about th e 
AAUP than i t does about the benighted socia l consciousness of most American 
faculty. Too many faculty members believe members of their discipline are their 
only relevan t professiona l community . Ho w man y o f thes e peopl e ca n b e 
reeducated I  do not know . Bu t I  do know we need t o intervene i n th e process 
that brainwashe s each new generation o f faculty. Graduat e student s nee d t o be 
socialized into a much broader conception o f academic citizenship; they need to 
be trained t o take on a  wider se t o f social and politica l responsibilities . Cours e 
segments o n th e cultura l politic s o f education, fo r example , nee d t o b e part o f 
every graduate curriculum. At key points in every class I teach I now ask students 
how th e genera l publi c migh t respon d t o th e kin d o f argument s th e clas s i s 
making. How , I  add , migh t thos e argument s b e reformulate d t o wi n greate r 
public approval. The time when faculty coul d ignore the public is over, but we 
can onl y trai n effectiv e academi c citizen s i f reflection s o n th e meanin g o f 
citizenship ar e embedded i n a  wide spectru m o f courses . We fac e a  long-term 
crisis an d ne w generation s o f facult y mus t realiz e the y hav e a  rol e i n th e 
definition an d struggle over the country's priorities. 

10. CLOS E MARGINA L DOCTORA L PROGRAM S /  PREVEN T NE W ONE S FRO M BEIN G CREATED . 
The current oversupply of new Ph.D.s cheapens the degree and guarantees tha t 
administrators and legislators will undercut salaries and increase work loads. No 
one wh o ha s see n clearl y th e miser y o f long-ter m unsuccessfu l jo b candidate s 
would argue that the current system is grounded in decency, professionalism, o r 
sound socia l policy. The collapse of the job marke t ha s made higher educatio n 
pervasively corrupt. The display of our intellectua l commitment s lure s students 
to the partial ruin of their lives. Then we tell them professionalism an d maturity 
dictate they should internalize all their anger and anguish. 

Although som e graduat e program s shoul d b e smaller , reducin g th e siz e o f 
programs across the board until they all become nonfunctional i s hardly the best 
solution. I n th e end , som e ineffective , underutilized , an d margina l degre e pro-
grams should be closed. (Some on the Left, includin g Jim Neilson and Gregory 
Meyerson, hav e argue d tha t thi s i s a n elitis t an d undemocrati c suggestion , 
because i t limit s "access " t o doctora l programs . Broa d acces s is , I  believe , a 

WHAT IST O B E DONE? 
185 



terribly importan t issu e fo r th e undergraduat e degree , a s i s class , race , an d 
gender diversit y i n doctora l programs . Bu t simpl y maintainin g hug e Ph.D . 
programs s o tha t thousand s o f student s ca n fee l betraye d whe n thei r trainin g 
comes t o nothin g i s irrational.) 4 No t ever y Ph.D . needs , fo r example , t o b e 
granted a t ever y institutio n i n a  give n state . Moreover , nearb y school s migh t 
think seriousl y abou t offerin g joint  degrees , thereb y reducin g th e nee d fo r al l 
subspecializations t o b e represente d i n ever y department . Suc h join t doctora l 
programs would also offer professiona l fulfillment t o faculty in areas of declining 
enrollment, including a number of once-popular foreign languages . 

Perhaps worst of all, however, are the continuing efforts t o open new doctoral 
programs i n fields already oversupplied wit h unemploye d Ph.D.s . I t i s hard t o 
believe tha t suc h effort s continu e i n th e presen t crisis , bu t the y do , an d bot h 
faculty an d administrator s mus t b e firm in rejectin g them . I t i s importan t t o 
realize, however, tha t th e cynical constituency for creatin g new, unneeded, an d 
widely destructive new doctoral programs is more varied than one might think . 
Sometimes th e impuls e arise s ou t o f th e unprinciple d gree d o f departmenta l 
faculty. Bu t it is equally likely to come from upper-leve l administrators who see 
doctoral programs as a source simultaneously of prestige and cheap labor. In this 
context I  foun d i t quit e difficul t t o recommen d activ e resistanc e fro m a n 
assistant professo r a t anothe r schoo l wh o aske d m e ho w sh e coul d discourag e 
her colleague s fro m startin g a  Ph.D . i n English . Th e leadershi p ha s t o com e 
from elsewhere . As a first step, disciplinar y organizations i n fields oversupplied 
with Ph.D. s should issu e strong statements arguing against the creation o f new 
programs an d shoul d distribut e thos e statement s t o everyon e i n th e highe r 
education community . Suc h statements would no t b e binding, bu t the y would 
sometimes be effective . 

The hea d o f a  disciplinary organizatio n cam e runnin g u p t o m e a t a  199 4 
convention yelling that legislators and administrators were using my publications 
to argu e tha t program s shoul d b e closed . S o le t m e stat e m y position clearly . 
Legislators rarely have the knowledge to judge either a  program's qualit y or its 
synergistic an d servic e rol e o n a  campus . Bu t facult y member s d o hav e tha t 
knowledge, an d som e poor-qualit y an d underutilize d degre e programs , the y 
must realize , deserve to be closed. At some point, across-the-boar d budge t cut s 
stop making sense. It is time for faculties to take the lead in program evaluation 
and termination. And it is time for national disciplinary organizations to develop 
broad and discipline-specific criteri a for judging program effectiveness . 

11. ENCOURAGE BOTH INEFFECTIVE AN D EFFECTIV E FACULTY T O RETIRE AN D REHIR E EFFECTIVE 
ONES PART-TIME. This is the most risky recommendation I  am making, because it 
is readil y subjec t t o th e sor t o f abus e th e AAU P ha s lon g worke d t o guar d 
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against—politically motivate d attack s o n tenure d faculty . Ye t the contras t be -
tween som e dysfunctiona l tenure d facult y an d man y multifunctiona l youn g 
Ph.D.s i s especially stark an d painfu l i n th e presen t crisis . O f cours e ther e ar e 
not enoug h incompeten t o r margina l facult y o f retirement ag e to provid e jobs 
for al l unemploye d Ph.D.s , bu t ther e ar e enough i n som e departments— 5 t o 
10 percent—to have some real impact on the crisis. 

Both th e degre e an d natur e o f facult y problem s var y considerably . W e al l 
know tenured faculty a t our own or other institutions who skip a third or more 
of thei r classes , continuall y abus e thei r student s intellectuall y o r sexually , o r 
teach the discipline as it existed twenty years ago because they have not kept up 
with thei r fields. Some simply have lost interest i n their jobs and now put thei r 
energies into other activities . I  know a faculty member who was simultaneously 
a full-time ministe r for a  congregation i n a nearby city, another who simultane-
ously worked fort y hour s a  week in a  sales job i n a  clothing store , a  third who 
seemed to devote all his time to his dog-breeding business. But these are not the 
very wors t stories . Indeed , i n som e case s highe r educatio n take s significan t 
risks t o it s publi c image , financial support, an d th e tenur e syste m i n keepin g 
dysfunctional facult y members on staff . 

Interestingly enough, man y such faculty member s are willing, even eager, to 
retire. Yet one result of long-term ba d teaching and intellectua l stagnatio n ma y 
be a  salar y s o lo w tha t retiremen t i s financially impossible . S o college s an d 
universities nee d t o offe r individuall y designe d financial packages tha t respon d 
to differen t problem s an d mak e retiremen t feasible . Perhap s on e principle col -
leges and universities could adopt is this: no faculty member with thirty years of 
service should have to retire on less income than a  new assistant professor i n the 
arts o r humanitie s woul d receive . Tha t state s th e proble m bot h baldl y an d 
realistically, and sets an individual retirement package goal that few are likely to 
regard as a reward for incompetence . I t also acknowledges the real financial risk 
some underpai d facult y member s fac e a t retiremen t time , whil e assertin g tha t 
universities hav e n o busines s tryin g t o sustai n highe r disciplinar y salarie s afte r 
retirement fo r thos e faculty who have not performe d competently . Ther e i s no 
reason wh y a  retire d margina l commerc e professo r shoul d ear n mor e tha n a 
retired marginal philosopher. At the same time, national organizations may need 
to concer n themselve s with formulatin g mor e genera l principle s fo r individua l 
retirement packages to avoid political abuse of the option. 

All that i s being offered i n mos t o f these packages , i t should b e clear , i s an 
opportunity to retire at a somewhat higher salary than the faculty member would 
otherwise be able to achieve . Nonetheless , man y facult y wil l need considerabl e 
unpressured time—certainly a number of months—to think through the impli-
cations and make a decision. Those whose teaching is adequate should be offered 
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the opportunit y t o accep t a  ter m contrac t t o teac h on e cours e pe r yea r afte r 
retirement. Of course the combined impac t of increased budgetary restraint and 
the collapse d jo b marke t ma y als o lead college s t o confron t seriou s long-ter m 
personnel problem s the y have unprofessionall y avoided , lik e people repeatedl y 
charged with sexua l harassment, an d i n thos e cases retirement package s should 
be promoted more aggressively. 

At th e othe r en d o f th e spectrum—ou r mos t talente d facult y wh o ar e o f 
retirement age—we need a very different sor t of approach: an extensive program 
to encourag e well-qualifie d facult y t o retir e bu t continu e teachin g an d doin g 
research and administration . 

All across the country there are distinguished well-paid faculty members who 
could retir e a t 7 0 percen t o r mor e o f thei r curren t take-hom e pay . A t som e 
universities, includin g Yale , ther e ar e facult y wh o coul d nearl y double  their 
income b y retiring . Suc h peopl e hav e typicall y participate d i n mor e tha n on e 
retirement plan and have reached an age when actuarial tables grant them a high 
payout rate. They stay on salary because there is no other way to continue doing 
the wor k the y lov e t o do . Indeed , i n man y case s the peopl e mos t eligibl e fo r 
well-paid retiremen t ar e the very people universitie s d o no t wan t t o lose . No t 
only ar e the y value d teacher s an d scholars ; ofte n thei r lon g experienc e i n 
university governanc e an d well-establishe d disciplinar y leadershi p make s the m 
irreplaceable. Man y hav e n o wish t o retire . Ye t a t th e sam e tim e thei r salarie s 
could be almost entirely shifted t o retirement programs. In a surprising number 
of cases, universities are paying high salaries to people when ther e i s absolutely 
no reason to do so. 

Of course retirement usually carries with it not only a sense of emotional loss 
and exile but also a loss of prestige, research resources, responsibility, and contact 
with students and colleagues. We therefore nee d to create a new category—call 
it "senio r scholar"—fo r selecte d facult y wh o effectivel y retir e o n pape r only , 
because they would be rehired soon thereafter an d retain all their prior authority. 
They would continue to teach—most likely on partially or substantially reduced 
loads according to mutual agreement. Moreover, they would retain all the rights 
and privileges and mos t o f the responsibilitie s o f full-paid faculty . The y would 
serve o n hirin g committees , vot e o n tenur e an d promotio n decisions , direc t 
dissertations, and remain eligible to serve as department heads, deans, and higher 
administrators. The y would have full acces s to travel and researc h support . O n 
the other hand, no senior scholar would be required to accept any committee or 
administrative assignmen t h e or she did no t wish to take . They would b e paid 
perhaps 1 0 t o 3 0 percen t o f thei r before-"retirement " incom e t o supplemen t 
their retirement benefits . 

Some restrictions often apply , but few are insurmountable. Facult y members 
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generally nee d t o terminat e employmen t befor e drawin g o n thei r annuities . 
Most facult y o n thes e plans could no t retir e before ag e 59i because of the IRS 
penalty tha t would apply , bu t ver y few hav e accumulated enoug h resource s t o 
retire before then anyway . Once rehired, they would either cease making retire-
ment contribution s o r d o s o unde r a n entirel y ne w agreement . A t m y ow n 
institution, whic h participate s i n a  state retiremen t plan , facult y member s ca n 
be rehire d s o lon g a s thei r combine d retiremen t annuit y an d postretiremen t 
income d o no t excee d preretiremen t pay . However , i f they ar e employe d a t a 
nonparticipating institutio n afte r retirement , ther e i s n o restrictio n o n thei r 
income. Som e institution s requir e a  time period—sometime s a s shor t a s two 
months—to elaps e between retirement and rehiring . 

To tak e a  hypothetica l case , a  faculty membe r a t th e Universit y o f Illinoi s 
who retire d a t ag e 65 with thirty-fiv e year s o f service an d a  salary o f $75,00 0 
would receiv e an annual retiremen t incom e o f about $52,000 . I f the universit y 
rehired tha t facult y membe r for , say , $18,000 , eve n fo r half-tim e teaching , i t 
would b e able to hire a  full-time junio r facult y membe r with th e money saved 
and have significantly mor e benefit fro m th e resources allocated to both people, 
along with mone y lef t over . On thi s basis , fo r ever y two senior scholars retired 
and rehired , on e could hir e three  new faculty member s in the arts , humanities , 
or social sciences. 

Because th e peopl e targete d fo r suc h a n agreemen t woul d includ e som e o f 
our mos t highly paid and accomplished faculty , th e financial benefit fro m eac h 
person converte d t o a  senio r schola r coul d b e substantial . I n fac t ther e ar e 
significant number s of such potentially convertible appointments where colleges 
and universitie s coul d sav e a s much a s $50,00 0 pe r facult y member . I n som e 
cases—where people of retirement age are paid $150,000 or more—the savings 
would be much greater. 

In order for senior scholars to retain their existing power, influence, prestige , 
and responsibilities, some institutions would have to make basic changes in their 
governing statute s o r charters . Bu t sometime s muc h les s effor t woul d b e re -
quired. A t th e Universit y o f Illinois , fo r example , department s coul d exten d 
voting right s t o emeritu s facult y wh o ar e stil l employe d a s teacher s simpl y b y 
changing their departmental bylaws , a process that would often tak e only a few 
months. Othe r institution s woul d hav e t o adjus t th e progra m t o matc h retire -
ment rules or change the rules themselves. Is it worth the effort? Well , there are 
institutions tha t coul d rea p a n immediat e benefi t o f several millio n dollar s fo r 
new facult y appointments . Moreover , unlik e mos t othe r proposal s fo r dealin g 
with the fiscal crisis, everyone involved would benefi t fro m thi s program. There 
are no victims and no losers. 

If what I  hav e jus t sai d i s t o b e true , however , i t i s importan t tha t senio r 
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scholar appointment s b e availabl e t o facult y i n al l disciplines . I  hav e i n min d 
that thes e position s woul d b e selective , tha t the y woul d b e offere d t o high -
quality teachers an d scholars , no t t o ever y retiring facult y member . M y ai m is 
not t o create a universal benefi t bu t rathe r t o offe r productiv e facult y a  way of 
retiring befor e the y otherwis e would , whil e continuin g t o serv e thei r ow n 
or othe r institutions . Bu t i t woul d b e educationall y indefensibl e an d morall y 
reprehensible to offer suc h appointments onl y to income-producing disciplines , 
whether thos e with acces s to outside grants or those with wealthy alumni. Th e 
arts, humanities , an d interpretiv e socia l science s mus t b e eligibl e fo r a n equa l 
share of these positions. 

But what does such a senior scholar gain? Some would have reduced teaching 
loads and more time for research . All would gain greater flexibility in accepting 
or refusing assignments . All should b e free t o take unpaid leav e whenever the y 
wish. Som e senio r schola r appointment s coul d b e permanent ; other s coul d b e 
for terms of five or ten years. 

The only thing senior scholars would lose is their annual salary increase. But 
in fac t som e academics are already a t a  tax bracket where salary increases carry 
no significan t materia l benefit . A t bes t symbolic , a t worst some salary increases 
satisfy gree d an d eg o alone . I n declarin g themselve s beyon d suc h concerns , 
senior scholar s would gai n a  certain respec t and a  certain ethica l authority . N o 
longer significantly dependent on their institutions for their income, they would 
be partl y beyon d temptatio n o r coercion . Fa r fro m bein g marginalized , the y 
might be uniquely valued sources of disinterested advice and service. 

At it s crudes t level , thi s i s a  proposal fo r creativ e cost-shifting—effectivel y 
moving salaries from annua l budgets to retirement accounts . But it would make 
it possibl e t o increas e th e siz e o f th e facult y i n th e bes t possibl e way—b y 
retaining the most experienced people while also reinvigorating the professoriat e 
from below . 

Institutions hav e fro m tim e t o tim e mad e a d ho c arrangement s t o kee p 
individuals o n afte r retirement , bu t usuall y no t withou t retirement' s attendan t 
stigma and generally not without substantia l loss of professorial function . Mos t 
faculty members , moreover , continu e t o b e offere d onl y th e tw o mutuall y 
exclusive alternatives : continu e workin g full-tim e o n th e universit y budge t o r 
quit. A  forma l progra m lik e th e on e I  a m proposin g coul d reduc e al l thos e 
problems an d mak e a  significant contributio n towar d alleviatin g th e job crisis . 
All it would take for this to become a widely available option i s for a  few of our 
better institution s t o adop t it . Those institutions would find it easie r to recrui t 
and retai n senio r faculty . Othe r school s woul d soo n cop y them . Onc e thi s 
option were widely available and widely present as a budget item, visiting senior 
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scholar appointment s an d senio r schola r exchange s woul d b e eas y t o arrange . 
That woul d benefi t bot h facult y intereste d i n experiencin g ne w environment s 
and institution s barre d fro m rehirin g thei r ow n faculty . I n th e meantime , th e 
absence o f any widespread progra m o f thi s sor t ofte n mean s tha t department s 
negotiating with individua l facult y hav e no financial resources to dra w on an d 
either cannot rehire faculty at all or can do so only at excessively low salary rates. 
Negotiations in that context are often doubl y humiliating: the stigma of reduced 
authority i s combined wit h a  humiliating salary . We hav e allowed th e presen t 
retirement syste m t o persis t ou t o f inerti a an d thoughtlessness . I t i s tim e t o 
overhaul i t an d mak e ne w option s availabl e tha t ca n benefi t highe r educatio n 
generally. 

To d o so , however , doe s requir e highl y selectiv e programs . Th e universa l 
retirement offer s promote d i n Californi a di d littl e goo d an d muc h damage , 
sometimes nearly incapacitating individual departments . One protection agains t 
the dangers of this and othe r retirement programs would be universal adoption 
of a  new principle—that n o facult y membe r shoul d retir e without receivin g a 
legally binding agreemen t fro m a  dean statin g tha t h e o r sh e wil l b e replace d 
with a  tenure-trac k facult y membe r withi n tw o years . Nationa l organization s 
should develop such contracts and distribute them widely. 

12. POPULARIZE TH E ACHIEVEMENT S O F TH E ACADEMY . In it s desire to curtai l diversity , 
enhance privilege , an d compet e fo r powe r an d authority , th e Ne w Righ t ha s 
successfully trivialize d o r scandalize d th e mos t innovativ e socia l scienc e an d 
humanities researc h o f th e las t twent y years . Journalists willin g t o cas h i n o n 
American anti-intellectualis m hav e helpe d th e Righ t a t ever y step . Disdainin g 
the publi c sphere , mos t facult y hav e foolishly le t thi s happen withou t effectiv e 
counteraction. No w ther e i s no chanc e tha t highe r educatio n ca n compet e fo r 
funds successfull y unles s w e ca n revers e thi s process , rearticulat e ou r achieve -
ments, and recreate popular common sense about our research and social aims. 

In m y own field, literary studies , th e twenty-yea r effor t t o ope n th e cano n 
and recove r a  fuller sens e of our literar y heritage shoul d b e widely viewed a s a 
triumph o f democracy. Yet i t has been successfully demonize d an d represente d 
as a loss of standards and value. What should in a democracy have been a public 
relations triump h ha s been disseminate d a s a disaster. The rout e fro m a  public 
loss o f fait h t o a  cu t i n publi c fundin g ma y no t see m direct , bu t i t i s direc t 
enough. Perhap s n o mor e instructiv e evidenc e fo r th e complex , multifacete d 
nature o f the present crisi s exists than this . Indeed we cannot addres s the crisis 
without taking up all such cultural relations. Those who doubt these connections 
exist should remember , a s I pointed ou t i n chapter 9 , that tw o former head s of 
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the Nationa l Endowmen t fo r th e Humanitie s testifie d befor e Congres s i n th e 
spring of 1995 that the Endowment should be cut because the intellectual decay 
of the humanities meant they were no longer worth funding . 

No on e perso n coul d possibl y wor k o n al l twelv e o f thes e recommendations . 
Some o f th e point s above , therefore , spea k t o particula r constituencie s an d 
particular individua l strengths . Th e rang e o f social , political , an d professiona l 
fronts requirin g actio n ma y als o seem rathe r daunting . Ye t thi s lis t o f sugges-
tions—a lis t tha t need s t o b e debated an d amended—als o demonstrate s tha t 
we are not powerless , tha t ther e are things to be done. Those faculty member s 
who care deeply about th e crisis—and ther e are many who do, even if they do 
not represen t a  majority—should b e encouraged tha t a  coherent plan of action 
is possible. 

If, moreover , we look back over the last twenty-five years , i t is apparent tha t 
the job crisi s has been with u s in varying degrees al l tha t time . Eve n th e brie f 
upturn i n the 1980 s was not enough to bring employment to those new Ph.D.s 
who failed t o get jobs in the market collapse of the 1970s . Not, o f course, tha t 
we have any idea what these numbers are , since most disciplinary organization s 
prefer no t t o collec t dat a tha t mak e the m loo k bad . Indeed , on e hea d o f a 
disciplinary organizatio n recentl y criticize d m e i n conversatio n fo r spreadin g 
news abou t th e professio n tha t migh t discourag e peopl e fro m enrollin g i n th e 
undergraduate major . Th e three clearly expendable constituencies i n al l this are 
graduate students, adjuncts, an d part-time faculty. They pay the highest cost for 
the inequities of the present system, and almost everyone else involved wants to 
keep things as they are. 

One way to create an appropriate context in which to address the problem is 
to ask what would be the most ethically sound response to the crisis. One answer 
would be to close all admissions to doctoral programs in fields oversupplied with 
Ph.D.s for a  fixed period of time, say five or six years, so that institutions would 
be forced t o hire from th e existing pool of candidates unti l the backlog of long-
term candidate s was substantially reduced . Mos t teaching assistants would then 
for a  tim e b e candidate s fo r th e M.A. , a  shorte r degre e progra m wit h fewe r 
economic inequities—les s deb t accumulation , les s reaso n fo r vestmen t i n a 
retirement program, and substantially less discrepancy between salary and experi-
ence—and muc h les s psychologica l cost . Ther e ar e man y reason s wh y tha t 
solution would creat e problems o f its own, bu t a t leas t the proposa l highlight s 
the seriousness of the crisis. 

A surprisingl y accurat e 199 4 articl e b y Ton y Horwit z i n th e Wall  Street 
Journal took th e rathe r cleve r rout e o f comparin g tw o recen t generation s o f 
faculty members—thei r salaries , teachin g loads , jo b security , an d sens e o f 
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professional satisfaction—an d foun d man y young faculty leading very differen t 
lives from thei r parents in academia. Of course many would simply reply that at 
least these young faculty have jobs. And tha t comment would be entirely to the 
point. Fo r th e job crisi s and th e oversupply o f Ph.D.s colo r everything we do. 
Indeed, th e market will almost certainly lead many campuses to reintroduce al l 
the injustices th e AAUP has fought agains t for decades. More than just a risk to 
salaries, th e jo b crisi s i s a  risk t o th e tenur e syste m an d a  risk t o fre e speech . 
When Mar y Burgan remarked recentl y that "tenur e i s the equivalent o f welfare 
in the public mind," she offered a  succinct figure for the challenges we face.5 

One potentially positive outcome of this multilevel crisis would be a renewed 
recognition that all of u s professionall y involved in education are to some extent 
in on e boa t tha t rise s o r fall s wit h th e econom y an d publi c fait h i n ou r 
enterprise. Th e interest s o f junior colleges , smal l libera l art s colleges , an d full -
scale research universities will never wholly converge, but the y now have points 
of convergence tha t meri t strategi c alliances . Th e job crisi s highlight s som e of 
those common interests , since new Ph.D.s from th e elite schools have for years 
had to take jobs—when they could find them at all—at all sorts of institutions. 
Thus th e mos t prestigiou s school s no w hav e reaso n t o b e concerne d abou t 
academic freedom , tenure , an d th e genera l qualit y o f life everywher e i n highe r 
education. Mor e tha n vigilanc e wil l be needed t o preserv e th e values i n which 
we believe . W e nee d t o marsha l ou r resource s fo r a  majo r struggl e o f som e 
duration. We are already past the best time to begin. 
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