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From the Editor
ISSUE TRIES TO EXAMINE TOPICS
FROM MULTIPLE ANGLES
By James L. Stewart
Nicholls State University

When I became Insights editor, I thought it important that each issue have one or two themes that could be examined through
multiple articles. The idea was that these issues could be studied from different angles in an effort to get a better perspective on
them.

After discussions with the ASJMC Publications Committee members, I decided that diversity, particularly among faculty,
would be a theme for this issue. Clearly that has long been a matter of concern for mass communication programs. Yet as sug-
gested by the Gender, Race, Ethnicity & Diversity Assessment Committee Report – supported by the data Lee Becker and
Tudor Vlads present in their article – much remains to be done to improve faculty diversity.

This problem may become even thornier in the coming years as programs struggle to deal with difficulties created by a weak
economy generally, coupled with gloomy forecasts for traditional forms of mass media.

In fact, the shifting economic landscape is planned as a central theme for the spring issue.

It is a time-honored cliché that academics operate from ivory towers.

Those of us operating from within these structures know that they are almost never made of such precious and permanent ma-
terials, nor do they often stand at elevations much higher than the surrounding landscape.

And, while the actual towers of the feudal age were protected by a network of moats and impressive stone walls, our protections
from outside forces are usually quite porous.

The nation’s economic travails are clearly having an impact on mass communication programs. Certainly they present chal-
lenges that cannot be ignored. However, they might also present opportunities.

Some article ideas under consideration for the spring issue are: the impact of economic strain on the academic accreditation
process; the possibility that convergence media could change the nature of external support for mass communication programs;
the question of whether graduate school enrollments might increase as professionals are driven out of the industry; the possibil-
ity that current Ph.D.s might delay retirement; and the possibility that programs might become more reliant on adjunct in-
structors.

I hope that Insights will be able to examine these and other topics from a variety of perspectives in that issue, for we are without
doubt in a critical time in the evolution of journalism education.
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AUGUST 2008 REPORT
GREDA: Gender, Race, Ethnicity & Diversity Assessment Committee

EDITOR’S NOTE:
The following committee report was approved by membership at the August convention in Chicago.

The AEJMC Diversity and Equity Award

Executive Summary
GREDA proposes the implementation of the AEJMC Equity and Diversity Award for academic units in journalism and mass
communication that have made significant strides over the past 3 years to increase gender, racial, ethnic and cultural diversity
and equity of their faculty.

• GREDA requests that AEJMC implement the AEJMC Equity and Diversity Award as described herein, with pilot
year being 2008 – 2009.

• GREDA requests that winners of this award receive a plaque, as well as some suggested in-kind enhancements as part
of award. We recommend that winners receive a) a free advertisement in the convention program, and b) free exhibit
space at the convention.

• It is also suggested that a cash prize be included with award. During the pilot year of the award, GREDA requests
AEJMC to provide $500 to $1,000 depending on budgetary considerations. In subsequent years (beginning 2009 –
2010), a fundraising mechanism will be set up in order to support the cash prize and reduce AEJMC’s burden of fund-
ing.

• GREDA would like to request that a line be included on “AEJMC Member Application and Renewal” form for indi-
viduals to donate money to Award. Include under “Optional Contributions” along with other awards.

• GREDA requests that an Advisory Committee be developed in order to judge awards and provide ongoing assess-
ment of award. We recommend that this committee comprise five members and include: one member of Commission
on the Status of Minorities; one member of Commission on the Status of Women; and three members of PF&R. We
recommend a staggered term system; thus, the initial Advisory Committee will have one person serve for one year, two
people serve for two years, and two people serve for three years. Subsequently, each member of the advisory committee
will serve a two-year term.

• We propose that groups represented on the Advisory Committee (e.g., Commission on the Status of Minorities,
Commission on the Status of Women, and PF&R) recommend names of AEJMC members that can serve on subse-
quent advisory committees, as terms are completed for current committee members.

• The pilot year’s advisory committee will include current GREDA members (in alphabetical order): Caryl Cooper,
Kimberly Lauffer, Anita Fleming Rife, Michael Smith, and Federico Subervi.
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GREDA: Gender, Race, Ethnicity
& Diversity Assessment Committee
ANNUAL REPORT submitted to AEJMC
August, 2008

2007 – 2008 GREDA Membership:
Linda Aldoory, University of Maryland
Cory Armstrong, University of Florida
Chris Burnett, California State University Long Beach
Caryl Cooper, University of Alabama
Kimberly Lauffer, Towson University
Teresa Mastin, Michigan State University
Hayg Oshagan, Wayne State University
Anita Fleming Rife, Grambling State University
Bey-Ling Sha, San Diego State University
Michael Smith, Campbell University
Federico Subervi, Texas State University-San Marcos

Introduction
This report summarizes the work completed by GREDA this
past year. AEJMC President Charles Self requested that this
year’s GREDA Committee devise an implementation plan
for the award program that was proposed by last year’s com-
mittee. The implementation plan that was requested would
reflect the values of diversity and equity espoused by AEJMC
and ASJMC.

The award program proposed here will be one small, yet pos-
itive and important piece of the vision for diversity and eq-
uity put forth by Ramona R. Rush, Carol E. Oukrop, and
Pamela J. Creedon in their book, Seeking Equity for Women in
Journalism and Mass Communication Education: A 30-year
Update, (published 2004 by Lawrence Erlbaum Associates).
Rush et al. conducted research over a 30-year time period
that revealed gender and racial inequities in faculty recruit-
ment, salaries, and retention in journalism and mass commu-
nication academic units. Rush et al. proposed several
recommendations that would alleviate inequities found, and
they asked AEJMC and ASJMC to establish various improve-
ment initiatives.

One such initiative was for academic member units of
AEJMC and ASJMC to be given “praise and reward” for ef-
forts toward “sex and race equity” (p. 125). To that end,
GREDA proposes this award program—one feasible action
to help illuminate the productive efforts engaged in by aca-
demic units who work to increase diversity and equity among
their faculty.

I. Award Characteristics

• The award honors an academic unit of journalism or mass

communication that has made significant strides over the
past 3 years to increase the diversity and equity of its faculty.

• The award is AEJMC-wide that honors an academic unit
rather than an individual.

• Nominations can be made by any AEJMC/ASJMC mem-
ber, any faculty member of the nominated unit, or by the
unit head of the nominated unit.

• Call for Nominations will be announced at annual conven-
tion and throughout the year in AEJMC publications and
website.

• Deadline for nominations: February 15 each year

• GREDA requests that an Advisory Committee be devel-
oped in order to judge awards and provide ongoing assess-
ment of award. We recommend that this committee
comprise five members and include: one member of Com-
mission on the Status of Minorities; one member of Com-
mission on the Status of Women; and three members of
PF&R. We recommend a staggered term system; thus, the
initial Advisory Committee will have one person serve for
one year, two people serve for two years, and two people
serve for three years. Subsequently, each member of the advi-
sory committee will serve a two-year term.

• We propose that groups represented on the Advisory Com-
mittee (e.g., Commission on the Status of Minorities, Com-
mission on the Status of Women, and PF&R) recommend
names of AEJMC members that can serve on subsequent ad-
visory committees as terms are completed for current com-
mittee members.

• The advisory committee will be diverse in gender, race, and
ethnicity in order to reflect the goals of the award it is honor-
ing.

• The judging committee reserves the right not to present the
award in any given year.

• Winners receive plaque/award, and GREDA suggests addi-
tional in-kind enhancements as part of award: a) a free adver-
tisement in the convention program, and b) free exhibit
space at the convention. It is also suggested that a cash prize
be included with award. During the pilot year of the award,
GREDA requests AEJMC to provide $500 to $1,000 de-
pending on budgetary considerations. In subsequent years
(beginning 2009 – 2010), a fundraising mechanism will be
set up in order to support the cash prize and reduce AEJMC’s
burden of funding.
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• Award funds past pilot year will be supported by funds
raised by AEJMC members and any others willing to con-
tribute. A fund will be set up to accept donations.

• Depending on number of nominations, it is feasible to have
more than one award recipient or finalists. Award incentives
will be distributed accordingly.

• Award winner(s) announced at annual convention as part
of AEJMC business meeting, along with other AEJMC
awards announced at that time. Winners will also be pro-
moted in AEJMC News, in other AEJMC publications, and
on website.

Pilot Year of Award: 2008-2009
The first year of the award will be its “pilot” year and will be
assessed by the award’s advisory committee to see if award
criteria are meaningful yet realistic, and to see if the applica-
tion process is too cumbersome or too ambiguous. The pilot
year’s advisory committee will include current GREDA
members (in alphabetical order): Caryl Cooper, Kimberly
Lauffer, Anita Fleming Rife, Michael Smith, and Federico
Subervi.

II. Criteria for Award

In order to develop criteria for an award honoring diversity
and equity, GREDA members wanted to first attempt some
“shared understanding” about the concepts of diversity and
equity. Acknowledging that no one definition can fit all no-
tions of diversity and equity, GREDA members needed to
come to some general consensus about these complex terms
in order to move forward with feasible award criteria.

GREDA members researched and culled various definitions
and examples of diversity and equity in higher education in
order to form a wide base of criteria for this award (please see
Bibliography of Resources for list of sources).

Defining Equity
• Ensuring fairness in hiring and retaining faculty from

historically underrepresented groups in U.S. academia.
• Women and non-white faculty are proportionally repre-

sented within academic units when compared with their
population numbers.

• Inclusion of groups of people historically subject to U.S.
segregation and discrimination both by law and de facto.

Defining Diversity
• A broad representation of faculty from groups histori-

cally underrepresented in U.S. academia.
• Differences in perspective as a result of different race,

class, history, social, ability, gender and sexual orienta-
tion experience.

• Complexity of people, perspectives and beliefs in a global
society.

• Racial, gender, sexual, cultural, and ethnic heterogeneity.

Tapia (2007) explained how equity within academic units of
journalism and mass communication is a more challenging
task than diversifying perspectives in academic units. While
diversity may sometimes be achieved through the hiring of
international faculty, for example, equity is achieved through
other means:

Representation is both a tougher goal to meet than
diversity, and a very different one… Correcting the
underrepresentation of minority groups, then, has
little to do with international programs. The pres-
ence of foreign scholars — even those who are black,
brown, or Spanish-speaking — does little to solve
the problem of our universities’ lack of success with
Mexican-American, Puerto Rican, and black youth
from across the United States. Foreigners should not
count when we are talking about underrepresenta-
tion of American groups.

Smith (2003) also helped GREDA members distinguish be-
tween relevant and what may be perceived as “superficial”
measures of diversity:

Superficial initiative(s) are cosmetic actions that are
ineffective in moving diversity
from the margins to the core values of the institu-
tion. Cosmetic actions include events such as food
fests, film festivals, Cinco de Mayo celebrations, and
speakers for Black History month. Superficial initia-
tives also refer to symbolic actions that are intended
to subdue diversity efforts rather than to deeply en-
trench diversity as part of the institution’s core val-
ues.

The James Irvine Foundation Campus Diversity Initiative
Evaluation Project found that between 2000 and 2004, cam-
puses that made the greatest gains in underrepresented mi-
nority core faculty had higher percentages of
underrepresented minority students compared to other cam-
puses and had greater racial/ethnic diversity among the fac-
ulty to start. Also, “factors such as institutional mission, size,
wealth, and selectivity did not differentiate any of the
groups” (Moreno, Smith, Clayton-Pedersen, Parker, & Ter-
aguchi, 2006, p. 8).

Four Criteria
Using the above definitions and research, GREDA devised
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four areas to examine when considering diversity and equity.
Progress toward diversity and equity will be awarded an aca-
demic unit that is making efforts in one or more of the fol-
lowing categories.

Hiring and Recruitment:
The academic unit illustrates recruiting and/or hiring
qualified faculty from groups underrepresented in U.S.
academia or from groups that reflect the communities
that the unit serves. Examples of efforts toward recruit-
ing and hiring might include equitable entry salaries and
hiring packages, and diverse faculty representation on
search committees.

Status of Current Faculty:
The academic unit illustrates equitable representation
among current full-time and part-time faculty from
groups underrepresented in U.S. academia or from
groups that reflect the communities that the unit serves.
Examples of equitable representation might include reten-
tion efforts, tenure and promotion time and rates, and
faculty participation in diversity and equity activities.

Climate:
The academic unit illustrates a supportive climate for
under-represented groups. The unit strives to be free of
harassment and discrimination. Examples of a supportive
climate might include attempts to accommodate those
with disabilities, open and transparent communication
with faculty, positive faculty perceptions of climate, qual-
ity of experience by faculty from underrepresented
groups, and decreasing number of grievances.

Institutionally Embedded Support:
The academic unit provides formal support for diversity
and equity initiatives. This support could be illustrated
through developing mentorship activities, and support-
ing diverse graduate students—thus ensuring a pipeline
for future diverse faculty. It may be helpful for some
units to provide information about state legislation that
has affected their diversity efforts (some states constrain
universities’/colleges’ efforts to be inclusive.)

III. Application Materials

1. Application to be submitted via email only.

2. Applications may be submitted by any faculty member of
the nominated unit, head of the nominated unit, or any
AEJMC member from outside the unit.

3. Materials required for application:

a) A cover letter or e-mailed text that includes contact
person’s name, phone numbers and e-mail address; title
and address of nominated unit and institution; and name
and title of unit’s head.

b) A one-page attachment that describes the unit and
that could include: numbers of faculty and students, de-
grees conferred, accreditation information, and propor-
tion of gender, race, ethnicity, etc., among faculty and
students.

c) An attached narrative, not to exceed 3 double-spaced
pages, which describes the diversity and equity efforts of
the academic unit. The narrative should include any
goals, actions steps, and outcomes toward achieving a
work environment that promotes diversity and equity.

d) A letter from the unit head acknowledging nomina-
tion and confirming diversity and equity efforts de-
scribed.

e) Two (2) additional letters of support/recommenda-
tion.

4. Additional materials might include (but are not limited
to): reference to specific institutional policies outlining diver-
sity practices; documentation of other awards related to di-
versity and equity; documentation of empirical and/or
anecdotal evidence of success; and/or written expressions of
diverse climate.

5. Fundraising message to be included in application materials:
If you would like to contribute to the award funds, please
send a check made out to AEJMC with a designation for the
AEJMC Diversity and Equity Award to: AEJMC, 234 Outlet
Pointe Blvd., Suite A, Columbia, SC, 29210-5667.

Contact aejmcassistant@aol.com to obtain a copy of the Equity
and Diversity Award call for nominations.

IV. Promotional Plan

• Ad in AEJMC News

• Fliers distributed at convention sessions and other gatherings.

• It is suggested that a line be included on “AEJMC Member
Application and Renewal” form for individuals to donate
money to The AEJMC Diversity and Equity Award. Include
under “Optional Contributions” along with other awards.

• GREDA noticed that the AEJMC website has no link or
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highlighted area for “AEJMC Awards.” Such a link could
provide a comprehensive listing of all association-sponsored
awards. This link would then include information about the
AEJMC Award for Diversity and Equity.

• An article will run in AEJMC News about the importance

of the award and a call for funds (similar to “Help to Build
the Covert Award Endowment” article in AEJMC News, Jan.
2008, p. 7).

• AEJMC Blog. Topics could include: Call for Nominations;
commentary on importance of award; call for funds for award.

V. Bibliography of Resources
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From the Editor

ASJMC FACULTY DIVERSITY
By Lee B. Becker and Tudor Vlad
University of Georgia

One of the biggest issues higher education generally and journalism and mass communication education specifically have faced
is diversification of the faculty. For a whole host of reasons–including outright discrimination, slow turnover of the labor force,
an inadequately diverse supply line, and recruitment and promotion procedures that are subtly biased–the professorate has re-
mained largely white and male while the student body has shifted to female and has become racially and ethnically more di-
verse. The result is that the people at the front of the classroom often look rather different than the other people in the
classroom. In journalism and mass communication education, which is even more attractive to female students than many
other areas of study in the university, the classroom mismatch has been rather dramatic.

Over the years, we have raised questions about faculty diversification through a number of projects and reports from the An-
nual Surveys of Journalism & Mass Communication, which we direct in the Cox International Center at the Grady College of
Journalism and Mass Communication. Included have been reports on changes in the composition of the faculty in journalism
and mass communication across time (Becker, Punathambekar & Huh, 2001; Becker, Huh, Vlad & Mace, 2003), on schools
that have been successful in diversifying their faculties (Becker, Punathambekar & Huh, 2001), reports on the gender, race and
ethnicity of graduates of communication doctoral programs (Vogel, Wilcox, Hanisak, Becker & Vlad, 2008), and reports on
the nature of the students (Becker, Vlad & McLean, 2006) in journalism and mass communication programs. We even created
and pilot tested a DVD that could be used to recruit African-American students to doctoral programs (Becker, Vlad, Coffey, &
Hennink-Kaminski, 2004).

What we have not done–until this report–is look at data that we have been gathering each year since 1999 as part of the
ASJMC Faculty Salary Survey to examine issues of faculty diversification. ASJMC schools are a subset of the larger population
of journalism and mass communication programs around the country, but they are an important subset worthy of study in
their own right.

ASJMC Faculty Salary Survey

Most of the readers know the background of the ASJMC Faculty Salary Survey, since it is a member service of ASJMC. New
members or other readers of this article may not, so we will provide some detail. We gather the responses to the survey, link
them to data from the Annual Survey of Journalism & Mass Communication Enrollments, and produce a report on salaries for
ASJMC members. The ASJMC central office distributed this report early in 2008.

The survey has a long history. We assumed responsibility for the survey only in 1999, and we have data from the surveys for
the eight years from 1999-2000 through 2006-2007.

The methodology has been consistent since 1999. The population is defined as the paid-up U.S. members of ASJMC, as of the
autumn of each year. The design is survey census, meaning that the goal is to obtain data from all members. We contact admin-
istrators of ASJMC programs via the U.S. postal service and email.

The survey instrument used in the survey consists of two forms. Form 1 asks for budget information for the ASJMC unit.
Form 2 asks administrators to provide details of individual faculty salaries in spreadsheet format. Specifically, Form 2 asks ad-
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ministrators to provide the following information for each
individual full-time faculty member: annual salary, appoint-
ment period, salary increase (from the previous year), faculty
rank, gender and race/ethnicity, as well as other characteris-
tics.

In the autumn of each year, we mail these two forms to the
administrators of the ASJMC units using names and ad-
dresses provided us by the ASJMC central office. In October
2007, for example, we mailed the salary survey instrument to
the 184 domestic ASJMC members. We also provided the
forms in electronic versions on our web site and informed the
members of the URL. We sent follow-up mailings to nonre-
sponding ASJMC members in December of 2007 and again
in January and March of 2008. Some ASJMC members indi-
cated during this process that they did not wish to provide
data for the ASJMC survey, and we did not contact them fur-
ther. We did recontact administrators of ASJMC programs
that had returned forms in 2006-2007 but not in 2007-2008
via email after the fourth mailing in a final effort to obtain
data from as many ASJMC members as possible.

A total of 102 program administrators returned both forms
in 2007. Five administrators returned the form providing
data on the budget of the unit (Form 1) but not the individ-
ual faculty data (Form 2), and four administrators returned
the individual faculty salary data (Form 2) but not the unit
budgetary information (Form 1). As a result, we were able to
obtain unit budgetary data for 107 (58.2%) of the 184
ASJMC programs and data on the individual faculty salaries
for 106 (57.6%) of the ASJMC programs. Four ASJMC
members in 2006-2007 said explicitly they did not wish to
provide data. The response rates have been nearly the same
each of the last eight years. In 2006, for example, the return
rates were 63.1% and 64.2%. A year earlier, the return rates
were 61.6% and 62.2%.

We know there are certain biases in the data, based on analy-
ses we have done of the responses. Of the 39 ASJMC admin-
istrators at universities classified by the Carnegie Foundation
for the Advancement of Teaching as Research Universities
Very High Research Activity, 82.1% returned data on indi-
vidual faculty salaries in 2006-2007. Of the 63 ASJMC ad-
ministrators at Research Universities High Research Activity
and Doctoral Universities, 63.5% provided such data. Of the
82 ASJMC members at Master’s Colleges & Universities,
Baccalaureate Colleges, 41.5% returned individual faculty
salary data. Administrators of programs that were accredited
by the Accrediting Council on Education in Journalism and
Mass Communications were more likely to return the faculty
salary reports (Form 2) than were ASJMC administrators
from nonaccredited programs (78.1% vs. 35.2%). Adminis-

trators from public institutions were more likely than admin-
istrators from private institutions to return Form 2 (65.7%
vs. 36.0%). The data available for analysis, in sum, come
from a subset of ASJMC programs and are biased in favor of
Research and Doctoral Universities, programs accredited by
the Accrediting Council on Education in Journalism and
Mass Communications, and programs at public institutions.

Since these biases in the ASJMC responses are relatively con-
sistent year-to-year, comparisons across years in terms of the
characteristics of the faculty can be informative. At a mini-
mum, these comparisons will tell us about any change in the
faculties of journalism and mass communication programs
that are members of ASJMC, weighted disproportionately in
favor of accredited programs at public research and doctoral
universities. If ASJMC members that are unaccredited, pri-
vate, master’s-degree-granting and liberal arts based are differ-
ent from the respondents – and that is certainly possible –,
then the conclusions do not reflect the overall ASJMC mem-
bership. It is probably the case that the biases will be more in
terms of the levels of the variables, that is, the characteristics
of the faculty, than in the nature of change taking place.

What we know

Our previous analysis of faculty characteristics has been based
on data from the Annual Survey of Journalism & Mass Com-
munication Enrollments. From 1989 to 2001, the number of
full-time faculty in journalism and mass communication pro-
grams across the country grew from 4,126 to 5,252, or an in-
crease of 27.3% This includes programs accredited by the
Accrediting Council on Education in Journalism and Mass
Communications, programs that were ASJMC members but
not accredited by ACEJMC, and non-accredited programs
that were not ASJMC members.

In 1989, women made up 28.7% of the journalism and mass
communication faculty. In 2001 they were 38.8%. In raw
numbers, that was a growth from 1,184 full-time female fac-
ulty members in 1989 to 2,038 in 2001, or an increase of
72.1%. In 1989, members of racial and ethnic minorities
were 10.9% of the faculty, and in 2001, they were 15.4%. In
raw numbers, the growth was from 450 minority faculty in
1989 to 809 in 2001, or an increase of 79.8%. In both cases,
the rate of change was impressive, but the base numbers were
so small that the outcome still left the field disproportion-
ately white and male in comparison with the population as a
whole and the population of journalism and mass communi-
cation students.

All of these figures are projections, based on the data pro-
vided by the administrators of the programs and a replace-
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ment technique that uses characteristics of the programs to
estimate missing data. Specifically, data from accredited pro-
grams that reported data were used to estimate data from ac-
credited programs that did not report. Similarly, data from
reporting ASJMC programs that were not accredited were
used to estimate data from nonreporting schools that were
ASJMC programs and not accredited. And data from schools
not accredited and not members of ASJMC were used for
those similar programs that did not report. The process for
doing these replacements is time-consuming. For this reason,
we have not yet been able to analyze data we have from the
enrollment surveys in 2004-2005 and 2007-2008.

What we can learn from
the ASJMC salary survey data

The ASJMC Faculty Salary Survey data are easier to analyze,
though, ideally, a replacement technique for the missing data
also would be developed. For now, however, we’ll have to rely
on the data as reported, with a recognition of the biases

noted above in favor of accredited programs at public, re-
search and doctoral institutions.
In 1999-2000, 34.8% of the full-time faculty members for
whom we have data from the Salary Survey were women, as
Table 1 shows. That figure increased to 41.7% in 2006-2007.
For the most part, change has been positive year-to-year, and
the overall growth from 676 to 892 female faculty was
32.0%. In 2001, women made up 38.6% of the reporting
ASJMC faculty, a figure remarkably similar to the 38.8% es-
timate of the percentage of women on journalism and mass
communication faculties based on the Annual Survey of Jour-
nalism & Mass Communication Enrollments for that year
(Table 1. Gender of ASJMC Faculty by Year).

In 1999-2000, 14.7% of the ASJMC journalism and mass
communication faculty were members of racial or ethnic mi-
norities or non-U.S. citizens (Table 2. Race/Ethnicity of
ASJMC Faculty by Year). By 2006-2007, that figure had in-
creased to 18.9%. In terms of the actual count, that was
growth of 4.3%. Growth has been roughly consistent year to

1999-2000 2000-2001 2001-2002 2002-2003 2003-2004 2004-2005 2005-2006 2006-2007

N 676 783 761 824 844 835 922 892 6,537

% 34.8% 37.4% 38.6% 40.0% 38.6% 39.6% 40.3% 41.7% 38.9%

N 1,268 1,313 1,211 1,234 1,344 1,273 1,368 1,245 10,256

% 65.2% 62.6% 61.4% 60.0% 61.4% 60.4% 59.7% 58.3% 61.1%

N 1,944 2,096 1,972 2,058 2,188 2,108 2,290 2,137 16,793

% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

Table 1. Gender of ASJMC Faculty by Year

Female

Male

Total

TotalGender
Year

Race/Ethncity Year

1999-2000 2000-2001 2001-2002 2002-2003 2003-2004 2004-2005 2005-2006 2006-2007

N 157 142 162 153 189 163 189 171 1,326

% 8.4% 6.8% 8.4% 7.6% 8.7% 7.8% 8.3% 8.3% 8.0%

N 6 9 8 45 2 4 7 8 89

% 0.3% 0.4% 0.4% 2.2% 0.1% 0.2% 0.3% 0.4% 0.5%

N 32 29 27 35 39 39 45 47 293

% 1.7% 1.4% 1.4% 1.7% 1.8% 1.9% 2.0% 2.3% 1.8%

N 12 14 16 13 13 13 15 16 112

% 0.6% 0.7% 0.8% 0.6% 0.6% 0.6% 0.7% 0.8% 0.7%

N 33 51 39 41 52 54 65 65 400

% 1.8% 2.5% 2.0% 2.0% 2.4% 2.6% 2.8% 3.2% 2.4%

N 5 5 5 9 12 7 11 10 64

% 0.3% 0.2% 0.3% 0.4% 0.6% 0.3% 0.5% 0.5% 0.4%

N 1,594 1,787 1,636 1,684 1,812 1,754 1,883 1,663 13,813

% 85.3% 86.1% 84.7% 83.6% 83.4% 83.6% 82.4% 81.1% 83.7%

N 10 12 14 14 18 20 18 20 126

% 0.5% 0.6% 0.7% 0.7% 0.8% 1.0% 0.8% 1.0% 0.8%

N 20 26 25 21 35 43 53 51 274

% 1.1% 1.3% 1.3% 1.0% 1.6% 2.1% 2.3% 2.5% 1.7%

N 1,869 2,075 1,932 2,015 2,172 2,097 2,286 2,051 16,497

% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

Total

Native American

Not American Citizen

Total

Other

Table 2. Race/Ethnicity of ASJMC Faculty by Year

Asian American

Pacific Islander 

American

White not Hispanic

African-American not 

Hispanic

African-American 

Hispanic

Hispanic not African-

American
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year, and, in 2001-2002, the figure was 15.3%, or nearly
identical to the 15.4% estimate from the Annual Survey of
Journalism & Mass Communication Enrollments.

In 1999-2000, ASJMC schools classified 157 of their faculty
members as African-American, non-Hispanic. That number
represented 8.4% of the faculty listed that year. In 2006-
2007, ASJMC schools classified 171 of the listed faculty as
African-American, non-Hispanic. That represented 8.3% of
the faculty. The percentage has varied across the years, but
overall only 8.0% of the faculty listed in the nine years have
been African-Americans not of Hispanic ethnicity. Adding in
a few African-Americans of Hispanic ethnicity does not
change the picture. Only in one year – 2002-2003 – were
more than 10 faculty so classified. That probably was an error
on the part of the reporting schools, as fewer African-Ameri-
cans of non-Hispanic origin were reported that year.

In fact, growth occurs by more than a single percentage point
in only two of the racial/ethnic categories used to classify fac-
ulty in the ASJMC Faculty Hiring Survey across the eight
years shown in Table 2: Asian-American, Not American Citi-
zen. In 1999-2000, ASJMC programs classified 1.8% of their
faculty as Asian-American, and that percentage was 3.2% in
2006-2007. In 1999-2000, the administrators classified
1.1% of their faculty members as Not American Citizens,
and in 2006-2007, they classified 2.5% of the faculty in this
way. In 1999-2000, the administrators classified 2.0% of the
faculty as Hispanic, and that figure increased to 2.7% in
2006-2007.

Across the eight years for which we have data, female faculty
members are considerably less likely to hold the rank of pro-
fessor than are male faculty members (Table 3. Rank of
ASJMC Faculty by Gender). Women are more likely to hold

the rank of assistant professor and instructor than men.
Movement across the eight years has been slight. Data not
tabled here show that 14.4% of the female faculty members
in 1999-2000 were at the professor rank, and that figure in-
creased only to 16.0% for 2006-2007. The percentage of
men who were classified as professor dropped from 32.2% in
1999-2000 to 26.5% in 2006-2007. Women also are less
likely to be administrators than men.

Similarly, African-American faculty members not of Hispanic
origin are less likely to hold the rank of professor than are
faculty members who are white and not of Hispanic origin
(Table 4. Rank of ASJMC Faculty by Race/Ethnicity).
African-American faculty members are more likely to be at
the assistant professor or instructor rank. The situation has
not improved over time. In 1999-2000, 16.0% of the
African-American, non-Hispanic faculty were at the rank of
professor, and that figure was 14.1% in 2006-2007. African-
Americans also are less likely to be administrators than white,
non-Hispanics.

Female Male

N 1,148 2,911 4,059

% 17.6% 28.5% 24.3%

N 1,926 3,017 4,943

% 29.5% 29.6% 29.6%

N 1,994 2,490 4,484

% 30.6% 24.4% 26.8%

N 1,202 1,205 2,407

% 18.4% 11.8% 14.4%

N 248 576 824

% 3.8% 5.6% 4.9%

N 6,518 10,199 16,717

% 100.0% 100.0% 100.0%

Administrator

Total

Instructor

Table 3. Rank of ASJMC Faculty by Gender

Professor

Associate Professor

Assistant Professor

Faculty Rank
Gender

Total

African-

American 

not Hispanic

African-

American 

Hispanic

Hispanic not 

African-

American

Native 

American

Asian 

American

Pacific 

Islander 

American

White not 

Hispanic
Other

Not 

American 

Citizen

N 208 23 31 11 62 8 3,563 25 24 3,955

% 15.8% 25.8% 10.8% 9.8% 15.5% 12.5% 25.9% 20.2% 8.8% 24.1%

N 418 18 115 44 151 26 4,010 33 55 4,870

% 31.7% 20.2% 39.9% 39.3% 37.8% 40.6% 29.2% 26.6% 20.1% 29.7%

N 429 31 103 33 134 20 3,483 37 153 4,423

% 32.5% 34.8% 35.8% 29.5% 33.5% 31.3% 25.3% 29.8% 56.0% 26.9%

N 217 15 37 20 33 10 1,981 14 32 2,359

% 16.5% 16.9% 12.8% 17.9% 8.3% 15.6% 14.4% 11.3% 11.7% 14.4%

N 46 2 2 4 20 0 716 15 9 814

% 3.5% 2.2% 0.7% 3.6% 5.0% 0.0% 5.2% 12.1% 3.3% 5.0%

N 1,318 89 288 112 400 64 13,753 124 273 16,421

% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

Administrator

Total

Instructor

Table 4. Rank of ASJMC Faculty by Race/Ethnicity

Professor

Associate Professor

Assistant Professor

Rank

Race/Ethnicity

Total
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Conclusions

It is hard not to view the data from these analyses negatively.
They show a field that is making only slow progress in terms
of the gender and race/ethnicity diversification of its faculty.
The analyses indicate that big differences remain between the
characteristics of the people standing at the front of the class-
room and those seated in the rest of the classroom. The front
is overwhelmingly white and male; the rest is not.

In raw numbers, the figures are particularly striking. In 2006-
2007, ASJMC schools reported that only 179 African-Ameri-
can faculty members, that only 55 were Hispanic, that only
16 were Native-American, that only 65 were Asian-Ameri-
cans, and that only 10 Americans from the Pacific Islands
were on their faculties. The ASJMC schools reported that out
of 2,137 total faculty, only 892 were women.

The data are incomplete. Just fewer than six in 10 of the

ASJMC domestic members reported data on the characteris-
tics of their faculties. For the most part, the larger programs
reported, but a generous estimate would be to increase the
raw numbers by two-thirds. In that case, the number of
African-Americans would be about 300, the number of His-
panics would be about 90, the number of Native Americans
would be about 25, the number of Asian-Americans would
be about 110, and the number of Americans from the Pacific
Islands would be about 15. Women would make up 1,640 of
the 3,570 faculty members. These are rough estimates, and it
is possible for us to develop a more complex weighting
scheme given the data available to us from the Annual Survey
of Journalism & Mass Communication Enrollments. But even
the rough numbers serve the purpose.

Diversity is not a strength of journalism and mass communi-
cation education if the characteristics of the faculty is the
standard.
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STUDY IDENTIFIES
JOURNALISM CAREER SUCCESS TRAITS
By Bruce L. Plopper
University of Arkansas at Little Rock

Through focus-group interviews with journalism students and through career inventory item
testing processes with several subgroups, this research created a career inventory that identifies
students likely to succeed as hard-news, print-media reporters. Ultimately, a set of 11 items that
describe journalistic traits was found to differentiate journalism majors from non-majors, and
to identify students with a high likelihood of success as professionals in the field.

What personal characteristics, values, and beliefs differentiate potentially successful, hard-news journalism students from stu-
dents majoring in other fields, and can these traits be measured?

The purpose of this study was to create a career inventory that would 1) identify students very likely to succeed in a hard-news,
print-media career and 2) screen out would-be journalism majors who do not exhibit traits necessary for success in this field.

Perhaps the best lists of qualities needed by successful journalists may be found in journalism textbooks and journalism career
guides.1 Collectively, authors of such publications have said reporters must be curious and have good observational powers; they
must be thorough, methodical, and determined; they must pay attention to detail; they should be fair, knowledgeable, enterpris-
ing, courageous, and compassionate; and they need to read a lot to establish a base of knowledge and understand how to write.

Identifying desirable characteristics for journalists is one step toward matching students to journalism careers, but two more
useful steps are to determine 1) what values and personality characteristics successful journalists actually possess, and 2) how
one can predict a student’s success in a media-related career.

Concerning values, several studies with roots in the 1970s attempted to describe those held most dear by journalists.2 As a
group, researchers first found that respondents rated public service – the chance to help people – as the most important aspect
of the journalistic job. Over the next 20 years, surveys determined that respondents thought the two most important media
roles were to investigate government claims and to get information to the public as quickly as possible.

Studies focusing solely on journalists’ personality characteristics are almost nonexistent, but one researcher surveyed Australian
journalists and compared their measures of introversion and neuroticism to similar measures obtained from members of the
general public.3 Journalists were found to be significantly more extroverted than members of the public, but slightly (though
not significantly) less neurotic than members of the general public.4

Regarding prediction of career success, during the past 80 years, psychologists and career counseling researchers have created
numerous instruments to help people make wise career choices. A review of seven of the most well-known instruments’ content
and interpretative materials, however, shows they are mostly general in nature, regardless of whether they are aimed at identify-
ing career interests, personality types, or job satisfaction.5 Not one attempts to tell a respondent if he or she would make a suc-
cessful hard-news journalist.
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Given that the literature showed there existed no way to pre-
dict, with a high degree of certainty, if students would be suc-
cessful as hard-news, print-media reporters, creating a
journalism-specific career inventory was the goal of this
multi-phased research. Phase 1 involved face-to-face focus
group gatherings with 39 hand-picked junior and senior
journalism majors at nine universities in the author’s home
state. Groups were asked about the traits they possessed that
would help them to be successful as hard-news journalists.
Students most frequently mentioned their curiosity, work
ethic, writing ability, joy of reading, and people skills; their
high energy levels, determination, and idealism; their interest
in communicating with and to others; and their willingness
to accept criticism, admit mistakes, and accept bad sched-
ules/low pay.

Using the results of these focus groups, a pilot career inven-
tory consisting of 70 Likert-type items, scaled (1) strongly
disagree to (5) strongly agree, was constructed. Most items in
the inventory reflected traits frequently mentioned by the
focus group students, but some reflected peripheral traits
mentioned by one or two focus-group students. The pilot in-
ventory was distributed both to the 39 focus-group students
and to a convenience sample of 58 juniors and seniors (who
were not majors or minors in any form of mass communica-
tion) enrolled at the author’s university.

An item-by-item comparison between the 23 usable journal-
ism majors’ responses and the 58 non-majors’ responses was
conducted. Results showed that significant mean differences
existed between the two groups’ responses to 11 of the 70 in-
ventory items.

Based upon these results, and considering that this pilot
study was conducted with small samples, a revised version of
the instrument was created for Phase 2 of the research. This
instrument included the 11 items answered differently by the
two groups in the pilot study and 34 other items showing al-
most significantly different responses. It was administered
online to a convenience sample of working journalists who
were members of The Society of Professional Journalists, re-
sulting in 171 usable responses completed by hard-news re-
porters.

Subsequent analysis of item ratings by these journalists and
ratings of the same 45 items by the 23 student journalists
(taken from their 70-item inventory) showed distinctively
similar high scores for 11 items, with mean scores on those
items ranging from 4.40 to 4.83. Both groups’ ratings of
these items were statistically identical. The professional jour-
nalists rated two other items highly enough to warrant their
inclusion in Phase 3 of the research.

In that phase, a randomly ordered, 13-item version of the in-
ventory was administered to a collection of hand-picked, suc-
cessful news-editorial students from 19 colleges and
universities nationwide and to a second convenience sample
of students in specified non-mass communication majors and
minors at the author’s university. The non-majors were cho-
sen to reflect a wide distribution on the World-of-Work
Map© developed by ACT,6 with 9 of 10 career sectors requir-
ing college being represented. Career placement on the map
relates to an occupation’s involvement with people, data,
ideas, and things, with each map location emphasizing differ-
ent involvement strengths for the four career descriptors.

With the assistance of colleagues across the country, 132 us-
able inventories were obtained from news-editorial journal-
ism majors; 176 usable inventories were obtained from
non-majors. Journalism majors’ responses were analyzed and
compared to responses obtained from both the working pro-
fessionals and the non-majors.

When the responses of journalism majors and non-majors
were compared on an item-by-item basis, journalism majors
rated 11 of the 13 items significantly higher, with 10 of the 11
items yielding significance levels of p < .001; the 11th item’s
significance level was p < .01. The two items with no signifi-
cant mean ratings difference were discarded in subsequent
analyses of full-scale score data involving the following items:

1. I think it’s important that the news media tell people
about existing social problems.

2. I am curious about what goes on in my community.
3. I really like to read.
4. I ask a lot of questions.
5. I am picky about the words I use when I write.
6. I am able to construct written sentences that are easily

read.
7. I like being the first to find out about what’s going on.
8. I am curious about what goes on in the world.
9. I am good at using correct grammar.

10. I like communicating information to others.
11. I enjoy working with words.

The mean full-scale scores of journalism majors and non-
majors for these items were 48.65 and 42.59, respectively (t
= 10.55, df = 306, p < .001). The 171 hard-news profes-
sionals who rated these 11 items had a mean full-scale score
of 50.17, which was not statistically different from the jour-
nalism majors’ mean full-scale score. Also, a gender analysis
of the full-scale scores showed that females scored slightly
higher than did males (female M = 49.15, male M = 47.95;
t = 1.99, df= 130, p < .05). Item-by-item and full-scale
score analyses of journalism students’ ratings by class (ju-
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Newspaper Fund, Inc., 2005), 7-8; Jan J. Yopp and Beth A. Haller, An Introduction to News Reporting (Boston: Allyn and
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Trustees of the University of Illinois, 1976), 229; David Weaver and G. Cleveland Wilhoit, The American Journalist (Bloom-
ington, IN: Indiana University Press, 1986), 114; and David Weaver and G. Cleveland Wilhoit, The American Journalist in the
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3John Henningham, “The Journalist’s Personality: An Exploratory Study,” Journalism & Mass Communication Quarterly
74 (Autumn 1997): 615-624.

4Henningham, “The Journalist’s Personality: An Exploratory Study,” 619.
5The seven instruments that were deconstructed as part of this research were the Strong Interest Inventory© (introduced

in 1927), the Kudor Career Search© (introduced in 1939), the Myers-Briggs Type Indicator© (introduced in 1942), the Hol-
land Self-Directed Search© (introduced in 1970), the Career Maturity Inventory© (introduced in 1973), the Career Ability
Placement Survey© (introduced in 1976), and ACT’s DISCOVER© program (introduced in 1982).

6ACT, “World-of Work Map,” 1982, <http://www.act.org/wwm/index.html> (7 December 2005).

niors vs. seniors) showed no significant differences.

The final analyses concerned full-scale score relationships as
related to World-of-Work Map© sector location. As there
were sometimes few respondents classified in some of the
World-of-Work sectors, the journalism majors vs. non-majors
comparisons were limited to combined non-major sector
samples at increasing distances from the journalism sector.
Results showed an inverse relationship between full-scale
scores and distance from the journalism sector. These were
important findings because they showed the inventory was
sensitive to the strength of different characteristics possessed
by students in various majors. These relationships suggest
that the inventory clearly differentiated journalism majors
from non-majors.

From the standpoint of pure differentiation, the full-scale score
comparisons were more important than individual item ratings.
Combining the full-scale score data and the frequency distribu-
tions of full-scale scores generated by majors and non-majors,
full-scale scores of 49 for males and 51 for females would be

good indicators of potential success as a hard-news journalist.

Regardless of a student’s full-scale score, attention should be
paid to some responses on individual items, as low scores on
certain items could be important to a person’s likelihood of
success in the field. In fact, the two items with the best differ-
entiation between journalism majors and non-majors were, “I
enjoy working with words” (mean difference score of 1.28)
and “I really like to read” (mean difference score of .85). An-
other caution is that in discussing journalism careers with
students making high full-scale scores, advisers should men-
tion characteristics not reflected in the inventory, such as de-
termination, ability to accept criticism, tolerance for
unenviable working conditions, and willingness to work for
relatively low pay.

(This article was adapted from a paper presented at the 2007
Annual Meeting of AEJMC in Washington, D.C.; readers
may obtain the News Career Inventory Administration and In-
terpretation Package© by e-mailing blplopper@ualr.edu, and
this package may be used without charge.)
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Since 2000, accredited schools have had ACEJMC’s “Professional Values and Competencies” to assess academic programs.
These principles identify professional core values and competencies that all graduates should “be aware of” and “be able to”
do.1

In 2003, Williams G. Christ wrote that the expectation of the accrediting council is that programs will demonstrate students
are learning these values and competencies.2 T.D. Erwin offered six characteristics for successful assessment programs. Among
these is “other groups are involved in the process. The department goals and objectives were shared with and critiqued by ….
and professional, non-academics.”3 And Grady writes that internship programs give academic institutions the opportunity to
assess how their students perform in an external professional setting.4

Graham and others asserted that internships provide a significant opportunity to assess what, if any, distance exists between the
academic and professional arenas.5 Thus, it seems logical to have professionals to evaluate interns from accredited programs
using the professional values and competencies.

The use of such evaluation data brings forth several research questions:
R1
How will supervisors in professional fields rate interns’ work skills and personal work habits as compared to the interns’
ability to meet the eleven professional values and competencies?
R2
Are there any differences in how interns are evaluated based on the type of work setting or gender?

Methodology

The data from final internship evaluations completed on 140 students from the University of Tennessee at Chattanooga’s ac-
credited Communication Department were used in this study. The evaluations in the study cover four academic years and in-
clude interns working each term between fall 2004 and fall 2008. Students were enrolled in a required internship course and
each completed 150 hours of documented professional experience. Supervisors evaluated interns on a form provided by the fac-
ulty internship director at the end of the internship.

The evaluation form includes eleven professional skills and personal work habits to rate the intern using a Likert-type scale of
one to five, with five being the highest score. The categories are: accuracy, appearance, communication skills, creativity, de-
pendability, initiative, interpersonal skills, pride in work, professional skills, self-confidence and speed. There is also a score for
overall performance.

In addition, the form uses the eleven professional values and competencies that are evaluated using a Likert-type scale. Profes-

USE OF THE ELEVEN PROFESSIONAL VALUES
AND COMPETENCIES TO EVALUATE INTERNS:
A CASE STUDY
By Betsy B. Alderman & Lucas Milrod
University of Tennessee at Chattanooga
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sionals rate the intern from one to five, with five being the
highest. Professionals may also rate the intern in any cate-
gories with Not Applicable (NA).

Professionals also answer several open-ended questions on the
final evaluation including:

• In your opinion, what is the promise for success in the
communication professions for this intern?

• Hypothetically, if your firm had an opening for a person
with the background, aptitude, attitude, and ability of
this student, would you hire him or her? Why?

Professionals suggest a letter grade of A, B, C, D or F for the
intern.

Results

Of the 140 student subjects in the database, 96 were female
and 44 were male. The final grade of 113 students or 80.7
percent was an A, followed by 20 students (14 percent) who
received a B. The other 7 students (5 percent) earned a final
grade of C.

Categories of types of internships included: non-profit public
relations (46.5 percent); profit public relations/marketing
(12.1 percent); newspapers (5 percent); television news (4.3
percent); television production (12.9 percent); radio produc-
tion (8.6 percent); advertising (1.4 percent); web production
(1.4 percent); sales (5.7 percent); and magazines (2.1 per-
cent). For the purpose of this study, the internship type was
assigned based on the primary duties that the intern under-
took during his/her internship.

Results from the first part of the evaluation show the mean
scores on interns in the professional skills and work habits

ratings. See TABLE 1 listing these skills or habits and their
mean ratings.

Mean scores with such little variance indicate a positive rat-
ing bias and a possible ceiling effect. That is, supervisors had
a tendency to rate interns toward the more positive end of
the scale. In addition, this could be an indication that the ob-
served variables are multiple components of a single variable
or a few variables.

Because of the small amount of variance in the means, ex-
ploratory factor analysis was conducted to test whether each
professional skill/work habit is a unique factor or simply one
of many components of a factor. This analysis yielded only
two factors with Eigen values greater than one (Factor
1=5.898, Factor 2=1.080), indicating the existence of only
two factors being evaluated rather than the discrete eleven
factors. A closer examination shows that there is a measure-
ment of internal qualities that includes dependability, initia-
tive, pride in work, speed, and accuracy; and a measure of
external qualities that includes creativity, appearance, self-
confidence, communication skills, interpersonal skills, and
professional skills. This means that although interns are being
evaluated on eleven discrete professional skills/work habits,
these are merely components of only two factors, the internal
qualities and external qualities. In addition, these two factors
are highly negatively correlated, r=-.638, indicating that a
person with more internal type skills will have less external
type skills.

The mean scores of interns on the professional skills and
work habits as described above related closely with their
mean scores on the eleven professional values and competen-
cies. See TABLE 2 listing these values and competencies and
their mean ratings.

While these scores also do not reflect much variance in mean
and are highly correlated, they do more clearly show slight
differences in students’ abilities in some of the competency
areas. For example, the mean for knowledge of the history
and role is 3.99, while ability to apply tools and technologies
has a mean of 4.49. Knowledge of the history and role was
the one most frequently to be rated NA by the supervisors
(44). Though there is no statistically significant difference in
these means, within the context of the overall similarity of all
means, these differences are informative. Also, the second-
lowest mean on a competency, “Understands laws, regula-
tions, issues of the work environment,” had the third highest
number of NA answers by supervisors (24).

To test whether each of the eleven professional value and
competencies is a unique factor, or simply one of many com-

Professional skills/work habits ratings

With scores assigned using the scale: 5 = outstanding; 4 = very 

good; 3 = average; 2 = mediocre;  1 = poor.

Categories Mean score assigned by professionals

Accuracy 4.27

Appearance 4.51

Communication skills 4.33

Creativity 4.11

Dependability 4.51

Initiative 4.27

Interpersonal skills 4.34

Pride in work 4.50

Professional skills 4.30

Self-confidence 4.28

Speed 4.31

TABLE 1
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Professional values and competencies as defined by ACEJMC

With scores assigned using the scale: 5 = outstanding; 4 = very good; 3 = average;  

2 = mediocre;  1 = poor;  NA = Not applicable.

Category Mean score assigned by professionals

Understands laws, regulations, issues of the 

work environment
4.09

Has knowledge of the history and role of 

professionals and institutions in shaping 

communication

3.99

Shows awareness of diversity in the 

workplace and in the creation of 

communication content

4.34

Understands theoretical concepts related to 

the presentation of images and information 

(such as composition of images, influence 

of message on audience)

4.32

Demonstrates the ability to work ethically 

in pursuit of truth, accuracy, fairness and 

diversity

4.53

Demonstrates the ability to think critically, 

creatively and independently
4.30

Demonstrates the ability to  conduct 

research and evaluate information
4.37

Demonstrates the ability to write correctly 

and clearly in form and style appropriate 

for the audience

4.29

Demonstrates the ability to critically 

evaluate own work and that of others
4.16

Demonstrates the ability to apply basic 

numeric concepts
4.40

Demonstrates the ability to apply tools and 

technologies appropriate for the profession
4.49

TABLE 2
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Correlations among the Professional Skills and Work Habits and among the  

Professional Values and Competencies 

 

Depend Create Initia Appear
Self

Con InterSk
Comm

Sk

Pro

Sk Pride Speed Accura

Depend Correlation 1 .393(**) .556(**) .430(**) .333(**) .361(**) .438(**) .536(**) .512(**) .411(**) .441(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Create Correlation .393(**) 1 .620(**) .420(**) .542(**) .531(**) .538(**) .421(**) .575(**) .416(**) .434(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Initia Correlation .556(**) .620(**) 1 .393(**) .515(**) .395(**) .374(**) .510(**) .595(**) .475(**) .531(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Appear Correlation .430(**) .420(**) .393(**) 1 .549(**) .551(**) .490(**) .462(**) .446(**) .419(**) .398(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

SelfCon Correlation .333(**) .542(**) .515(**) .549(**) 1 .636(**) .546(**) .474(**) .458(**) .334(**) .381(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

InterSk Correlation .361(**) .531(**) .395(**) .551(**) .636(**) 1 .741(**) .515(**) .479(**) .454(**) .466(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

CommSk Correlation .438(**) .538(**) .374(**) .490(**) .546(**) .741(**) 1 .553(**) .515(**) .437(**) .501(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

ProSk Correlation .536(**) .421(**) .510(**) .462(**) .474(**) .515(**) .553(**) 1 .526(**) .385(**) .506(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Pride Correlation .512(**) .575(**) .595(**) .446(**) .458(**) .479(**) .515(**) .526(**) 1 .597(**) .681(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Speed Correlation .411(**) .416(**) .475(**) .419(**) .334(**) .454(**) .437(**) .385(**) .597(**) 1 .679(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Accura Correlation .441(**) .434(**) .531(**) .398(**) .381(**) .466(**) .501(**) .506(**) .681(**) .679(**) 1

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

LawsRegs Correlation .405(**) .423(**) .377(**) .341(**) .378(**) .427(**) .350(**) .434(**) .329(**) .390(**) .366(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

HistRole Correlation .382(**) .589(**) .311(**) .483(**) .508(**) .626(**) .518(**) .415(**) .344(**) .412(**) .402(**)

Sig .000 .000 .002 .000 .000 .000 .000 .000 .001 .000 .000

Diversity Correlation .352(**) .556(**) .351(**) .504(**) .478(**) .588(**) .641(**) .363(**) .461(**) .499(**) .498(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Images Correlation .483(**) .636(**) .403(**) .582(**) .531(**) .601(**) .550(**) .485(**) .456(**) .450(**) .468(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Ethics Correlation .431(**) .525(**) .451(**) .472(**) .366(**) .488(**) .585(**) .447(**) .506(**) .429(**) .466(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Think Correlation .521(**) .641(**) .590(**) .418(**) .436(**) .478(**) .523(**) .409(**) .534(**) .544(**) .519(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Research Correlation .388(**) .491(**) .412(**) .376(**) .290(**) .406(**) .475(**) .343(**) .460(**) .483(**) .524(**)

Sig .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000

Write Correlation .370(**) .482(**) .450(**) .417(**) .461(**) .465(**) .497(**) .553(**) .514(**) .467(**) .466(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Evaluate Correlation .362(**) .629(**) .412(**) .357(**) .479(**) .506(**) .648(**) .373(**) .451(**) .410(**) .430(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Numeric Correlation .517(**) .510(**) .387(**) .567(**) .464(**) .565(**) .585(**) .477(**) .454(**) .482(**) .494(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Technol Correlation .459(**) .579(**) .470(**) .480(**) .452(**) .508(**) .455(**) .391(**) .479(**) .596(**) .506(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

TABLE 3

ponents of a factor, exploratory factor analysis was conducted.
This analysis clearly shows the existence of only one factor
(eigenvalue=6.856). This indicates that the professional values
and competencies are not measuring eleven distinct concepts,
but are part of one overarching concept.

Two-tailed correlations were conducted, comparing all of the

eleven professional skills/work habits and the eleven profes-
sional values and competencies. These analyses demonstrate a
high level of correlation among all professional values and
competencies. (See TABLE 3)

(See TABLE 4) One of the most significant correlations
among this data is between Gender and Appearance. Females
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Correlations among the Professional Skills and Work Habits and among the  

Professional Values and Competencies 

 

Laws

Regs

Hist

Role

Diver

sity Images Ethics Think
Res

earch Write
Eval

uate

Num

eric

Tech

nol

Depend Correlation .405(**) .382(**) .352(**) .483(**) .431(**) .521(**) .388(**) .370(**) .362(**) .517(**) .459(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Create Correlation .423(**) .589(**) .556(**) .636(**) .525(**) .641(**) .491(**) .482(**) .629(**) .510(**) .579(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Initia Correlation .377(**) .311(**) .351(**) .403(**) .451(**) .590(**) .412(**) .450(**) .412(**) .387(**) .470(**)

Sig .000 .002 .000 .000 .000 .000 .000 .000 .000 .000 .000

Appear Correlation .341(**) .483(**) .504(**) .582(**) .472(**) .418(**) .376(**) .417(**) .357(**) .567(**) .480(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

SelfCon Correlation .378(**) .508(**) .478(**) .531(**) .366(**) .436(**) .290(**) .461(**) .479(**) .464(**) .452(**)

Sig .000 .000 .000 .000 .000 .000 .001 .000 .000 .000 .000

InterSk Correlation .427(**) .626(**) .588(**) .601(**) .488(**) .478(**) .406(**) .465(**) .506(**) .565(**) .508(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

CommSk Correlation .350(**) .518(**) .641(**) .550(**) .585(**) .523(**) .475(**) .497(**) .648(**) .585(**) .455(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

ProSk Correlation .434(**) .415(**) .363(**) .485(**) .447(**) .409(**) .343(**) .553(**) .373(**) .477(**) .391(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Pride Correlation .329(**) .344(**) .461(**) .456(**) .506(**) .534(**) .460(**) .514(**) .451(**) .454(**) .479(**)

Sig .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000

Speed Correlation .390(**) .412(**) .499(**) .450(**) .429(**) .544(**) .483(**) .467(**) .410(**) .482(**) .596(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Accura Correlation .366(**) .402(**) .498(**) .468(**) .466(**) .519(**) .524(**) .466(**) .430(**) .494(**) .506(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

LawsRegs Correlation 1 .641(**) .462(**) .537(**) .514(**) .434(**) .403(**) .555(**) .460(**) .433(**) .454(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

HistRole Correlation .641(**) 1 .647(**) .702(**) .548(**) .473(**) .565(**) .566(**) .595(**) .617(**) .555(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Diversity Correlation .462(**) .647(**) 1 .591(**) .631(**) .537(**) .431(**) .436(**) .418(**) .538(**) .498(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Images Correlation .537(**) .702(**) .591(**) 1 .689(**) .562(**) .530(**) .645(**) .653(**) .671(**) .596(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Ethics Correlation .514(**) .548(**) .631(**) .689(**) 1 .508(**) .516(**) .494(**) .507(**) .674(**) .482(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Think Correlation .434(**) .473(**) .537(**) .562(**) .508(**) 1 .563(**) .423(**) .486(**) .503(**) .667(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Research Correlation .403(**) .565(**) .431(**) .530(**) .516(**) .563(**) 1 .509(**) .452(**) .533(**) .482(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Write Correlation .555(**) .566(**) .436(**) .645(**) .494(**) .423(**) .509(**) 1 .559(**) .517(**) .484(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Evaluate Correlation .460(**) .595(**) .418(**) .653(**) .507(**) .486(**) .452(**) .559(**) 1 .545(**) .395(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Numeric Correlation .433(**) .617(**) .538(**) .671(**) .674(**) .503(**) .533(**) .517(**) .545(**) 1 .566(**)

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

Technol Correlation .454(**) .555(**) .498(**) .596(**) .482(**) .667(**) .482(**) .484(**) .395(**) .566(**) 1

Sig .000 .000 .000 .000 .000 .000 .000 .000 .000 .000

TABLE 4

were more likely to be scored more highly in the “appearance”
category than male student interns (p<.05). However, it is im-
portant to note that there was no significance in the relation-
ship between gender and the final grade as suggested by the
professional internship supervisor (p = .653). Also, the final
grade was not significantly correlated with internship or any
other extraneous variables. It was only correlated with the

professional skills/work habits such as communication skills
and accuracy.

Discussion

The data demonstrate that the final internship evaluation
form used in this study is a reliable measure of both the stu-
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dents’ professional skills and personal work habits and their
ability to meet the criteria set forth in the eleven professional
values and competencies. High correlations between the final
grade and the 22 indicators, in addition to the absence of sig-
nificant relationships between gender or other extraneous
variable with grade, support this idea.

In addition, the high number of students receiving a letter
grade of A (80 percent) at the end of the internship seems to
support the fact that interns were also scored highly in the
professional skills/personal work habits and in the profes-
sional values and competencies.

With such small variances in the means on all 22 variables,
exploratory factor analysis is useful in indicating how many
unique variables are actually being observed. The analysis
shows that although internship supervisors rate students in
eleven professional skills/work habits, there seems to be just
two areas of evaluation, internal and external qualities. The
same holds true for the eleven professional values and compe-
tencies; although interns are scored in eleven discrete areas,
there seems to be just one overarching component being eval-
uated in this portion of the form.

Although exploratory factor analysis reveals these overarching

categories of evaluation, this does not imply the need to
abandon all of the variables. What it does show is that the
eleven professional skills/work habits are an extension of two
over-arching concepts. And that the eleven professional val-
ues and competencies comprise one overarching concept.

Also, the answers of the open-ended questions were, for the
most part, quite positive on the majority of interns. Many su-
pervisors responded that they would hire this intern if there
were an opening. And indeed many interns were either hired
at the internship site, or they made connections from the in-
ternship that resulted in them getting hired in another place.

In addition, data show that although females were rated more
highly on appearance than males, there was no relationship
between gender and the final grade as suggested by the pro-
fessional supervisor.

Other results could point to the conclusion that at least some
internship supervisors do not see some of the professional
values and competencies as separate variables, perhaps be-
cause they do not recognize how these values or competencies
may be relevant in a particular field. And indeed in some
fields, some of the individual professional values and compe-
tencies may not be as important as they are in others.

Endnotes

1 Accrediting Council on Education in Journalism and Mass Communications Committee on Standards and Assessment,
“New Standards,” 2002, 20 July 2003.

2 Williams G. Christ, “We Cannot Not Teach,” Journalism and Mass Communication Educator (Autumn 2003): 222-7.
3 T.D. Erwin, Assessing Student Learning and Development (San Franciso: Jossey-Bass, 1991).
4 D. A. Grady, “Indirect measures: Internships, careers, and competitions” in Assessing Media Education: A resource

handbook for educators and administrators. Ed. William G. Christ (Mahwah, N.J.: Lawrence Erlbaum).
5 Beverley Graham, Pamela G. Bourland, Hal W. Fulmer, “Using the Internship as a Tool for Assessment: A Case Study”

(paper presented at the annual meeting of the AEJMC, Washington, D.C, 1995).
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“Why do I have to take Mass Communication History? All I want to do is be the next Katie Couric, and I should be in the stu-
dio learning the skills I’ll need to be the best TV reporter this country has ever seen.”

So began advising battle No. 618, one very similar to the previous 617 battles. It involved explaining and/or defending the cur-
riculum to a bright, ambitious undergraduate who thought college was all about learning a narrow skill set necessary for a spe-
cific profession and climbing to the top.

Having repeatedly participated in the debate between the value of skills courses and worth of conceptual/theory courses, I was
ready with my response. The basic message: students need both.

“Can you be a great reporter if you have no understanding of how the media have functioned within our society over the years?

“How do you plan to become the next Katie Couric when you have no understanding of the struggles women like her have had
before climbing to the top? Do you even understand that TV reporters do more than speak well and look great?

“What if you end up in a field that has nothing to do with broadcasting, and all you have are skills that don’t match your al-
tered career goals?”

This struggle to find a balance between skill and theory is not limited to ideological clashes between advisers and students. It is
an issue with which mass communication programs themselves must constantly grapple.

As journalism and mass communication programs across the country adapt their curricula for an evolving environment – some
to incorporate digital media, others to meet the requirements of accreditation – the same questions come up regardless of the
program’s size:

Are we simply training future media professionals?

Do we have a broader responsibility, such as preparing college graduates who are able to understand the world and think logi-
cally?

The answers to these questions and a host of related sub-questions lead educators back to the tensions our predecessors have
wrestled with for the past 100 years.

SKILLS ARE WORTHLESS
WITHOUT A GREATER CONTEXT:
BALANCING THEORY AND PRACTICE
THROUGHOUT THE CURRICULUM
By Jim Sernoe
Midwestern State University
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Some of our ancestors in mass communication education be-
lieved it all came down to skills. Most of our predecessors in
the professions insisted that only skills mattered, that a col-
lege degree was a waste of time, and that a good editor could
turn Junior into a good reporter only if we threw him into
the newsroom and let him learn by fire for six months.

We’re long past that now, at least according to the anecdotal
research completed for this article.

Web sites for 50 programs – including journalism, mass com-
munication, advertising, broadcasting, digital media and
public relations – were examined. The range of programs in-
cluded very small (50 majors) to very large (1,500 majors);
public and private institutions; free-standing programs as
well as those within other departments, such as English; lib-
eral arts colleges to Carnegie I research universities;
ACEMJC-accredited and non-accredited programs; and loca-
tions all over the country.

The philosophy of most of these programs seems to be that a
balance between skills and theory is needed. Almost all of the
programs come close to an even split or at most a 60-40 bal-
ance in one direction or the other. Only two programs re-
quire more than 60 percent of the major coursework in
skills-related classes.

In addition, about half of the programs allow no more than
one-third of a student’s total credit hours to come from the
major.

Almost all require an introductory mass communication class
and/or a course addressing mass communication/society as
well as media law. Most include theory and/or research
courses along with media history, and several require at least
one course in political science or history beyond the institu-
tion’s core requirement. Several degree plans in advertising re-
quire outside coursework in business or marketing.

At the same time, most programs include considerable
coursework in basic skills, including news writing, editing,
audio/video production, copy writing, advertising/public re-
lations campaigns, layout/design and digital production as
well as public speaking.

“Skills are worthless without a greater context,” Peggy Kuhr,
dean of the University of Montana School of Journalism,
said. “You can’t set things up as an either/or – skills or theory.
You need a mix.”

Students at University of Montana are required to take at
least half of their total credits in the liberal arts, which Kuhr

noted plays into accreditation concerns, but is also good edu-
cational policy. “What role do media play in our society? The
students need to know more than ‘this is how you do it,’ but
also ‘this is why you do it.’

“Even freshman year, we want them to be doing some jour-
nalism but also something else.”

At the same time, the program emphasizes basic skills. After
completing a pre-professional sequence that includes Intro-
duction to Mass Media, Reporting and several liberal arts re-
quirements, students apply for admission to one of the
school’s professional programs: print, photo, radio-TV pro-
duction or broadcast news. Once admitted, students focus on
the skills needed for each area, although courses such as Law
of Mass Communication are also included.

The School of Journalism has about 500 undergraduates
total, including 200 who have been admitted to the profes-
sional program.

Kuhr said the faculty has been fairly unified in supporting
the overall philosophy, noting that while most of the faculty
come from the ranks of professionals who have at least 10
years in the field, they also see the value of non-skills courses.

“We talk about it a lot,” she said, especially in this age of
media convergence. “You need the skills, but you also need a
sense of ethics and an idea of ‘the bigger picture.’”

Tim Gleason, dean of the University of Oregon School of
Journalism and Mass Communication, has a similar view:
“We see theory and practice as being wholly integrated.”

While he cautioned that the curriculum is being revised, he
said the general philosophy is not likely to change.

Similar to Montana’s program, Oregon has a pre-major or
what is called the lower-division core.

Students must complete five courses, including a “generic”
media and society course as well as J202–Information Gath-
ering or what Gleason called “information hell,” an intense
course that requires interviewing, research and a lengthy an-
notated bibliography. He also pointed out that the class was
once medium-specific but now covers several platforms.

When applying for full-major status, students choose a se-
quence from among advertising, public relations, communi-
cation studies and journalism (the latter of which combined
formerly separate sequences in electronic media, magazine
and news/editorial).



27A Journal of the Association of Schools of Journalism and Mass Communication

Once admitted, students must complete the upper-division
breadth requirement that includes – among other courses –
law, history, ethics, media management/economics, commu-
nication theory/criticism, international communication and
advertising/society.

In addition, students complete a sequence that, with the ex-
ception of communication studies, is heavy on skills courses.
For example, students in the public relations sequence are re-
quired to take courses in public relations principles, writing,
planning and campaigns.

The program has about 1,500 majors and pre-majors.

Gleason said the School of Journalism and Mass Communi-
cation has been structured for many years without separate
departments, which makes for less division and smoother in-
tegration within the curriculum. While students tend to be
focused on their career choices, many don’t question the ne-
cessity of the breadth requirement.

“Some don’t even notice the difference,” he said. “Some ask
the relevance of some of the [non-skills] courses, but things
are seamless. Teaching applied courses is not like teaching
skills courses, but you try to make the relevance apparent in
courses like communication law and communication ethics.
Students usually understand the why of those courses.”

Gleason said the faculty at Oregon, similar to that at Mon-
tana, has been mostly unified in what they think the underly-
ing philosophy of the program should be.

Other administrators have not been as fortunate, with one
department chair saying the divisions among his colleagues
were clear, with one group of former journalists arguing that
skills should be emphasized and younger faculty with less
professional experience advocating a balance between skills
and theory.

“I’m going to sound like a true number-cruncher when I say
there was a direct correlation between the faculty member’s
age and his or her view,” he said. “The older you are, the
more you believe it comes down to skills and ‘these kids can’t
write.’ The younger faculty, while acknowledging the need
for skills instruction and sometimes even echoing the ‘these
kids can’t write’ sentiment, still argued that theory was
needed, especially ethics.

“It got more than a little ugly sometimes at faculty meetings
when we were discussing revamping the degree requirements.”

At Susquehanna University, communications majors choose

from eight emphases, including broadcasting, communica-
tion studies, corporate communications, journalism, mass
communication, public relations, speech communication and
teacher certification.

While students do not have to complete any pre-professional
courses to gain admission to major status, they are required
to take a core of courses regardless of the emphasis, Larry Au-
gustine, chair of the department, said. Students are required
to have at least a 2.0 grade point average in the major courses
in order to graduate. If a student earns less than a C- in a
major course, he or she must repeat the course or obtain per-
mission to take another course and substitute it.

Department requirements for all students include
COMM 103-Career Planning, which serves as an overview
of the field, as well as public speaking, law/ethics, communi-
cation theory, communication research and practicum, Au-
gustine said.

Within each emphasis, students complete 18 additional re-
quired hours and choose from a list of related electives. These
courses lean toward the skills related to the emphasis, such as
Broadcast Announcing, Feature Writing and Public Relations
Campaigns, but they are not exclusively skills-related.

Augustine said the department’s philosophy has been to bal-
ance skills and theory, and students have generally under-
stood why that balance is necessary.

“That question never comes up - ‘Why do I have to do
this?’” he said. “Once in a while, you have to explain how
this applies. If you don’t have this base of knowledge, you’re
not going to be able to apply the skills. They realize there are
certain things they’ve got to learn.”

Susquehanna has about 250 communications majors, Augus-
tine said.

At Midwestern State, we were faced with redefining ourselves
in two separate ways about a year ago.

After considerable discussion about how we were going to address
convergence and digital media, we decided we couldn’t do any-
thing the way it needed to be done without a new faculty line. In
what became the proverbial lemonade after the lemons came our
way, we were allowed to convert a line after a failed search.

As we discussed new sequences and new courses, we kept
coming back to our second dilemma, how to balance theory
and practice. Although everyone was forced to compromise
regarding the final revised curriculum, we were fortunate
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enough to start at the consensus that students still need that
balance, even as we were adding a minor in digital media that
would lean toward skills acquisition.

Like others, we also wrestled with the question of how specific
our curriculum needs to be. Are we training media profession-
als in general or are we training newspaper reporters, televi-
sion producers and advertising copy writers, for example?

I think we made the right decision by sticking to the original
premise, which is a balance, starting with a major that
stresses cross-platform training and including a minor that al-
lows specialization.

I argued that web design, computer-assisted reporting and
other courses are important for our minor in digital media,
but I also argued that we need a course that addresses the
ways in which society interacts with the Internet. With
courses in media ethics and law required alongside those
stressing writing, reporting and production, I think we have
found the correct balance.

And the next Katie Couric? She is now teaching. She gets in
touch periodically a) to thank me for insisting on a balanced
curriculum, and b) to ask me for advice on how to handle
her doubting students.



The Association of Schools of Journalism and Mass Communication promotes excellence in journalism
and mass communication education. A valuable resource for chairs, deans and directors, ASJMC is
a non-profit, educational association composed of some 190 JMC programs at the college level. The
majority of the association’s members are in the United States and Canada. Eight international jour-

nalism and communication schools have joined the association in recent years.
www.asjmc.org

AAssssoocciiaattiioonn  ooff  SScchhoooollss  ooff  JJoouurrnnaalliissmm  aanndd  MMaassss  CCoommmmuunniiccaattiioonn
ASJMC




