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INTRODUCTION

In March, 1970, the Brown University Chapter of the American
Association of Tniversity Professors appoinied a committee to
investigate ani report on the employment and status of women
faculty at Brown. 1t soon became apparent that the situvation and
status of women graduate students ought to fall within the scope
of the committee's charge as vell, and the following report thus
concerns itself with both groups,

The comuittee drew up and circulated four typezs of question-
naires of a factual and attjtudinal nature, addresscd to depart-
nmental chairnen, male faculty members in general, vwomen faculty
members, and wonien graduate students, Copies of cach questionnaire
are attached to the first ten (numbered) copics of this report.,
Heanwvhile, statistics were gathered as to the number of wonen
teaching or enployed for rescarch, their compensation, etc.
Before the results of the surveys, the statistics, the interpre-
tations, and the recomnendations of the cofmittee could be worked
out in final forn, however, the evenis of last May intervened and
completion of the report was delayed, It is therefore subwmitted
in the fall of the 1970-71. academic year containing statistics
assembled in the spring of the 1969-70 academic year. There has
scernied to be no reasonable alternative to this that would not
involve further, and lengthy, delay,

The committee would like to thank all those who took the time
and thought to fill out and return questionnaires, as vell as those
wonmen vho mad2 the exira effort of talking with the committee
formally,

October 15, 1970
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: 1
I. Numbers and Percentages of Vomen Faculiy at Prown

A, In the academic yecar 1969-70, according to Personmel Office statistics,
there were 619 nrale and female faculty members at Brown, This figure includes all
regular full-tine faculty, all part.time and visiting facully, all rescarch
faculty, all hospital-staff faculty and faculty whose salary is wholly or in part
paid by sources outside Brown, all faculty vho are also adninistrators, all
facully on leave with or without pay, and all Research Associates, Of thesc, 51
faculty members are women, or 8,247, Women faculty membevs include scven Profes-
sors (3.14%); eight Associale Professors (5,197) iucluding one peri-tire and ono
visiting Associate Frofessor; fifteen Assistant Professors (10,42%) inciuding cne
pari-time visiling Assistant Professor; two Instiructors (7.69%); seven lecturers
(29.17%) including tvo pari-time Lecturers; and tuelve Rescarch Associates (25,007)
including 1vo part-time Research Associates, Besides thesg stiaff included in the
figure 619 (51 women), there are three Teaching Asscciates” who are wowen, one
full- amd ivo part-time; and four women Physicali Educalion Associales, one full-
and three part-time,

B. In the year 1969-70, according to Budget Office statistics, for purposcs
of salary, there were 436 male and female faculty memblers at Browm,” This figure
includes only these facully members vhose major regular assignment is instruction,
It thercfore excludes all part-tine facully, visiting faculty, research faculty,
hospital-staff faculty and other faculty vhose salary is not 517 paid by Prown,
faculty whose work is less than 507 teaching, faculty who are edninistirators,
faculty on leave without pay, faculty in the Physical Education prograns, and
Research Associates, Of the faculty considered this vay 21 are womean or 4,817,
There are five women Professors (2.717); one Associate Professor (.81%); eleven
Assistant Professors (10,097); one Instiructor (6.66:); and threc lecturers (60,0000),

oy - - —

1, In order to determine the nuwmbers, percentages, and selaries of wonen faculty
at Brown, we have consulted wilh two different offices and received two different
sets of figures vhich we have found it inpossible to reconcile. Because 11 was
of significance that wvomen occupy a large number of parti-time vositions or
pesitiont in ranks below that of instructor, we necded to use Personnel Office
statistics for part-time staff and Pescarch Associetes.,

Information in paragraph A is based on statistics supplied by Miss B, (rmsbhec,
Supervisor for Benefils and Pecords, Persoimel Office, as of Octcber, 1969,
Information in paragraph I is based on statistics supplied by Mr, J. Faraun,
Director of the Dudget, as of November, 1969,

2, This title is uscd to designale certain full- or part-time employecs who do
not, for a variety of reasens, hold regular faculty appointwenis, It is not to
be confused with advanced graduate students who have augiented teaching assis-
tantships, and are also called Teaching Associates., These three Teaching
Associates were not polled and are not included in the statistics of this report,

3. This figure, used by the AAUP Cornmittee on Faculty Comnensation, is not jdene
tical with that of the voting faculty, vhich includes, for example, rescarch
faculty and sorme adninistrators,




C., Part of the difficulty in preparing this report has been due to the
existence of certain specific titles with varying functions aud duties, with wide
variation in salaries and professional training., W¥We did not include in our poll,
for instance, Tcaching Associates, because we were not aware of the category as
a faculty rank, It is our contention that women qualified for faculty status are
particularly likely to occupy such positions with a faculty-like aura but without
the responsibilities or privileges of irue faculty rank, VWhile most male Resecarch
Associates hold that rank on a short-term basis for the pursuit of post-doctoral
research immediately after receiving the Ph.D., many worien vho have long had the
dectorate hold the position of Rescarch Associate on a final basis (no hope of
advancement), apparently because they ace women or because they are faculty wives,
These wvomen are denied not only the siatus and salary of regular faculty apnoint-
ments, but also the security of such appointments; even when they are working on
a three-ycar grant, they often have one-year appointnents,

D. Thers may well be some significance in the fact that until 19GG-67 only
twvo women had achicved the rank of full professor, and that this figure has more
than tripled in the last four years, although the number is still only 3,14% of
the total. But the full-time figures give a somevhat distoried piclure because
they include visiting professors hired for a fixed period of time -- usually one
year -~ but vho were teaching a full load, Thus the nurber of permanent women
faculty is smaller than it appears at first, Compare, for exanple, the figures
for cach rank in Paragraphs A and B above,

E. The average percentage of women faculty over the 10-year period remains
roughly constant at 7,10%, As shown , desnile the increase in the numbers of women,
the percentage has remained avproximately the same (sce Table 2), Consequently
we see no signs of real progress in the hiring of wonen,

F. This table shows that the vast majority of women have becn in ranks helos
Assistant Professor, During 1969.70, for example, the percentage of women in the
ranks of Assistant Professor and above was 5.75% whereas the percentage of women
in thc lower three ranks was 21,427, And if we deal only with lecturer and Research
Associate we find that the percentage of women in the rank of Lecturer (29,177) is
five times greater and the percentage of women in the rank of Research Associa'e
(25.007) is four times greater than the percentage of women in the three upper pro-
fessorial ranks corbined (5,75%). These differentiations are also borne out
nunerically when we consider that out of 74 lecturers and Rescarch Associates 19
are wouen, vhereas out of 521 Assistant, Associate, and full R-ofessors only 30 are
vonen, Of 24 Lecturers 7 are wonmen, Of 48 Resecarch Associates 12 are women,

And vhile the percentage of women in the lecturer calegory has been as high
as 36,367 (1967-68) and the percentage of woaen in the Reseaich Associate category
as high as 28,887 (196f-69), the highest percentage in any of the professorial ranks
(in figures available for this report) was achieved in 1969-70 in the rank of
Assistant Professor at 10,4274, This seens clearly to indicate that the loier three
ranks are a repository for women (who arc not considered for higher ranks).

G. Furthernmore, the roughly 87 worien on the faculty comnares very unfavorably
with the 28,727 vouen undergraduate studenis at Pembroke and the 31,097 vericn
graduate students, %*ven the Assistant ®rofessor figure of anproximately 107 doecs
not compare favorably vith the 317 graduate sludent woren, Thus it cannot be said
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that depariments in general are hiring new wonen staff in the same proportion that
they are educating women, It seems clecar that depariments at Brown are willing to
train women bhut not to hire qualified vomesn in comparable proportions from
comparable institutions, We assume that the proportion of women at Brown is com-
parable to that of other institutions of equal caliber,

Brown has also failed to provide an adequate number of role nodels for undetr-
graduate women and graduate women as stressed, e.g., in the final report of the
Pembroke Study Committee. This is evidenced when one compares the disoroportion
beiween the 8% faculty women and the 28,727 undergraduate women, the 31,997 vomen
graduate students, or the total percentage of women students at Brown, both
graduate and undergraduate, 29,38%, Even the 8% figure is decentive because it
includes Research Associates whose funclion is not primarily teaching (sce Paragraph
B above), Thus the ratio of women faculty to women students is approximately 30
to 1 whercas the overall faculty to overall student ratio is approximately 9 to 1,




11, Salaries of lomen Paculty at Down

A, The figures in this section deal soiely w11h faculty menbers during the
academic year, 1969-70, _

Table 3. Average Faculty Compensation for Vomen Compaured
to Tolal Facully Comnensalion

The salaries listed below for Profeqsors, Associate Professors, Assistunt
?1ofcsqors, Instructors, and Lecturers are all 9-month salarics, Blo Medical sal-
aries have been adjusted to 9/11 of annual salary., Research Associates' salarics,
including bio-nedical, are 12-month salaries, '

Under "Women," the "Official" number and salary figures are based on Budget
Office Statistics and are comparable to the 0fficial statistics in the AAUP Report
on Faculty Compensation, The first number in parentheses afier "Poll” is the
nunber of responses 1o this question; the second number in paventheses is the
nunber of questionnaires sent based on Personnel Office statistics, The disparity
between the number of cuestionnaires sent and thz nuaber of women faculty in each
rank (according to Personncl statistics) listed in Paragravh A and in Table 1
is duc to the fact that the statistics are for Semester I, while Semester IT figures
with the relevant additions and terminations of stat'f were used to determine the
list to recceive questionnaires,

Homen Faculty Total Faculty'
Professors .
Cfficial (5) 19,800 19,000
Poll (3/6) 17,273 17,500
Associate
Professors
Official (1) 14,5002 13,500
Poll (3/7) 14,500 13,500
Assistant
Professors
Orficial (1) 9,990, 10,500
Poll (13/16) 10,002 10,500
Instructors
and
lecturers
Official (4) 9 1256 9,500
Poll (8711) 8,586 -
Research "
Associates
TTorticial .- - -
Poll (6/13) 8,458 -

1. A1l figures uader "Tofzl Faculty™ excent Reserrch Associnte are taken fron the
5070 colwmn of the AAUP Fepert on Facully Cosnensatien, Anril 1970,

[Kc
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The sample is very small and w2 do not infoer any sex~based salary discrimina-
tion one way or tho other, However, thoss women who hold the rank of full or
Associate [rofiessor at Brown are often womon wi‘h exceptional skills mecting excop
tional nceds, who are thuc able, like some male faculty members, to comrand highor
salaries than is normal for their rank in the University,

-t

%, This amount is based on the one response eligible under Dudget Office criteria,
8. This amount is based on oleven returns eligible under Budget Office criteria,

4, Thesc two groups were combined in the AAUP Report on Faculty Compensation but
this wvas not indicated, There is & slight disparity betwecen the number polled in
that report -~ 18 -~ and the Budget Office's corrected official figure of 20,

5. This a2nount represents an average of the salaries of women Instructors and
Lecturers, ‘

6, This amount excludes returns from part-time persomnel, ineligible under Budget
Office criteria, ' '

7. Rescarch Associates were not polled in the AAUP Compensation Report, but because
so many wonen occupy these positions, we deemed it necessary to include then.



TII, Questionnaire Results

The comnitteo distributed questionnaires {o four groups: Depariment Chairmen,
Vomen Faculty Hembers presently at Nrown, Women Graduate Students, and llale
Faculty Members., Returns from the ¥Yomen Graduate Student and lale Faculty ques-
tionnaires vere less than half of the total number sent, but enough Departient
Chairmen and Fomen Faculty answered our survey so that these data cculd be analyzed
in full, using computer techniques,

Departmnent Chairmen

Although 22 Chairmen (of 30 to vhom the survey was sent) returned our ques-
tionnaire, several vere incomplete and could not be used for the entire analyyis,
reducing the sample to 18 for some topics., These included 9 departments in the
Humanities, & in the Social Sciences, and 4 in the Sciences. The proportion  of
women faculty nembers in all 22 departments correlates with the overall propertion
on the faculty (see Section I of the repori) suggesting that these depariments
are a representative, though small, sanple,

Proportion of Vemen Faculty by Rankl

Professor 2.8%
Associate Professor 8
Assistant Professor 15.
Research Associate T
lecturer 21
Instructor 3
Other (Teaching 1
Associate)

These figures, as well as the official university statistics, again denonstrate
that there are few women on the faculty at Brown particularly in the teaching or
professorial ranks,

In regard to the hiring of women faculty nwnmexs, the data from Departiment
Chairmen indicate several trends, Host departments, in letters or other comnuni-
cation, do not consciously seek out women (only 4 of 18 departments or 22,27 do so).
Howevez, “most departments have interviewed women, offered positions to them, or
hired then during the past five years. Only three depariments have offered no
p051t1onc to vomen, but only two departments have offered positions to more than
six women., In six departmnents no women have accepted positions in the past five
years, vhile in 11 departments 1-5 women have taken positions. One depariment has
hired more than 6 women in the recent past,

The hiring of women does not particularly correlate with division as the fol-
lowing chart shows,

1, Data from 22 departments, and includes 37 of the 52 women faculty members,




None llired One Hired 2-4 llired 6 or Hore Total

Humanities 3 (30%) 3 (307) 3 (307%) 1 {10%) 10
Social Sciences 2 (50%) 1 (25%) 1 (25%) 0 4
Sciences 1 (25%) 2 (50%) _0 (o) _1 (25%) 4

6 6 4 2 1§

A fair proportion of Humanities and Social Scicnce depariments as well
as one Science department have hired no wemen in the past five years,
although Humanities departments secem‘to be hiring a larger number of wouren
than devartuents in other divisions, However, given the overall low pro-
portion of women on the Browm faculty, the effort to hire women could be
increased in all divisions, and especially augmented in the Social Sciences
wheoe there is presuwably a sizable pool of qualified Ph,D,'s on which
Brown night draw,

Respunses from chairmen indicate that a woman's status as a facultly
wvife may be a barrier to her enmploym:znt. In response to the question,
UIf a faculty posiiion in your department becauwe vacant, would your
depariment have any reservations in offering the appointment to a qualified
wonan who is the vife of either a prospective or current member of your
department?" , eight (44,5%) of the 18 department chajrmen felt their
depar tuent would have reservations, Nine chairmen felt there vould be no
rescrvalions (50,07), and one chairman did not answer (5,5%). 1 Reservations
concerning the hiring of a husband and wife team do not secem to be correlated
with either the number of women already hired in a department or vith the
number of women graduate students enrolled, The problems vhich chairmen said
were involved in hiring a couple in the same department ore summarized in
Section IV,

Reservations about hiring a2 faculty wife diminish when her husband is in
another Brown department, Two chairmen expressed reservations (11,1%) vhile
15 (83.474 ) felt their department would have no reservations, (One chairman -
5.5%- did not respond), Despite the fact that there is no official intre~
departmental nepotism policy, these data indicatethat there are stirong feeclings
against hiring a couple in the same department, This is borne outl by the
personal experiences of several faculty wives (sce Section IV) and may
account for the high proportion of faculty wives holding non-nrofesscorial
positions (such as Rescarch Associate, Lecturer, and Instructor.)

1. Nine chairmen (50.07%) felt that the same rescrvations (if any) would apply
in offering a position to a qualified close male relative of a member
of their department, Three (16,74) felt these reservations would not
be applicable; six (33.3%) did not answer,



10

The questioanaires returned by chairmen also contained the folloving

information concerning women graduate siudents, Anong 18 deparirentis

?.4% of graduate students are women, closely approxirating the official
figures giver in Section I, Of the Teaching Assistants in these depariments,
22,97 ave women, but only 2,7% of the Teaching Associates and 6,27 of the
Research Assistants are female, (The low proportion of wenen Research
Assistants reflects the fact that most of these positions are in Science
departments with few women graduate students,) In several departments
vhich have a high proportion of women graduate students (4055 or more) and”
which grant a high proportion of Master!s degrees to woren (30% or nore),
no women are teaching assi?tants. Of Master's degrees given in the 18
sample departments, 28,57 * were earned by women, while only 12,57 of the
Ph,D, dzgrees vere graunted to women,

Concerning admission and financial aid, during the 1969-70 academic
year, 41,87 of the applicants for graduate study in 18 departrments were
admitted, Apnroximately one-third of these (14.3% of the total) were
women, ¢ In discussing the conditions under which a fellowship.or a
teaching assistantshin would be given {o a man rather than a woman or
vice versa, chairmen indicated that they would treat candidates ecually,
making the award on the basis of qualifiications, promise, or possibly
experience ( in the case of a teaching assistantship), '

This impartiality is also indicated by the fact that approximately
one half of the women accepted by these 18 depariments were givep aid,
the same as the proportion of men vho were given aid, Chairmen were unanimous
in stating that they would accept both nembers of a married couple vho
applied for admission in their departnent, and fourteen chairmen (four did
not respond) indicated that if two graduate students in their department
got married, they wculd continue to suppurt both until they received the
degr2es for vhich they were working, (These data differ from graduate
student opinions gathered in short interviews and reported in Section IV,
where some women felt they were penalized on the basis of their sex and/or
marital status,)

Women Faculty

Questionnairces were sent to 53 part-time and full-time women faculty
members; 38 schedules were returned, giving us a sample size equal to 72%
of the population , distributed in the following ranks:

1., Many of ihese wemen werc accepted into Master!s programs (e.g., the MAT
program) and were not expected to continue towards a Ph.D,

2., Data on the pronortion of women who applied, compared with the proportion
of women acceptedyare unfortunately unavailable,
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No, in Samplo % of Samnle
Professor 3 7.8
Associate Prefessor 5 13,2
Assistant Professor : 12 31,6
Rescarch Associate 8 21,1
lecturer 8 21,1
Instructor 2 5,2
K T160,0

The marital status of these 38 respondents was as follows:

No, in Sample = % of Samnle
Single - *16 42,1
Marriced 1o Brown Faculty 9 23.7
Married to Non-Brown Male 10 26,4
Other (widowed, divorced) 2 5.2
No ansver 1 2,6
38 00,0~

The majority of resnondents (23 or 62.5%) have been at Brown one or
tvo years, Most of the eight Associate and full "rofessors have been at
Brown for a much longer period of time, Two have worked their way up
fron the position of Instructor and two from the rank of Assistant Professor,
The remainder were hired at the Associzte "rofessor level., There arc four
exanples of Rescarch Associates or lecturers who have held appointments
at the same level for more than five years, including one woman vho has been
a Rescarch Associate for 36 years, These data, even though the nunber of
women involved is small, indicate two trends, One one hand, since few
present women faculty were hired at non-professorial rank and since the
proportion of wemen faculty has remained at 6 to 8% over the past decade,
many vomen vere probably hired as Research Associates, lecturers, Instructors,
and even Assistant Professors; and 1eft Brown after a few years. On the
other hand, some who were hired at a non-professorial rank continued in the
same positions for a fairly long period of time, A few woncn beginning in
the lover ranks have remained at Brown and been promoted.

Host women faculty felt they were treated equally with their male
colleagues with respect to committee responsibilities, student advising,
and teaching duties. Any differences reflected the fact thal the weman
respondent held a part-time, visiting, cr research appoiniment that did
not entail the same dulies as a regular teaching nosition, ¥ighteen vomen
felt they were not treated differently in terms of salary, while seven wosen
felt they were, (Seven did not know; five gave no answer, and one renlied
that her salary was paid from non-university funds). Of the seven, four
(18,47 of the sanple) felt they received a lower salary than male colleagues
of equal status, 1

1, Of the remaining three, one stated that the diffcrence was due to a nart-
time appoiniment; another is on a nine-month satary, and the third felt
her salary was different since she did not hold a teaching nosition,
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Seven women also felt they were difrerenlly {reated in terms of
tenwre and mromotion; of these, three (a1l with non-professorial
anpointuwents) specifically mentioned sanctions against hiring a husband
and wife in the same departirent as the major factor in their treatment,

Fleven (2 .9%) of the 38 wonmen faculty expect to leave Nrown in the
near futurg for the following diverse reasons:

No, in Sample Percent

Retirement 2 5,2
Terunination of a visiting anooxntment 2 5.2
Acceptance of 2z better position 3 7.8
Presently scarching for a better nosition in order 1 2,6
to leave when a new Jjeb is found
Desire to leave, but no specific plans 1 2.6
Husband is leaving 1 2,6
Returning to country of origin 2 5.2
No funds for rchiring 1 2.6
Plan to remain at Prown 25 66,2 1
38 00,0+

Host women (23 or 60,5%) felt that the attitude of their denartment
towards them was one of fairness, FEight (21,1%) indicated the attitude
was one of moderate accentance; only two 5,274) expressed the belief that
there was an attitude of discrimination, Most resnondents also felt that
female graduate stuadents in their own denartment and wemen faculty in
other departments vere fairly treated, though many stated they were unable
to judge ihe status of faculty women outside their own depariment,

Despite the attitude of fair treatment reported by most vomen, there
is evidence fron these faculty questionnaires that marital status affects
a woman's employment, Szngle wonen tend {o be hired at higher raunk than
married women, and there is a slight tendency fer women married to men not
on the Brown faculty to be hired at higher rank than facully wives,

Of the nine wormen in our sample married to Brown faculty menbers, only
two hold professorial rank (as ‘ssistant Professors). Threc are Research
Associates; four are Lecturers, Four of thesc women fell their status as
a faculty wife helped them to obtain their first apnointment. (Two felt it
hindered; two said it neither helped nor hindered; one did not know),

R

-1, Those aCOepilng or searching for better jobs, or desiring to leave DBrown
vere women in lower ranks, including two Assistant Professors, two
Research Associates, and one Lecturer.,

2, These were both vomen who held non-nrofessorial anp01ntuent five women
(13.1%) did notansver this quesixon.



In contrast, five felt that they were hindered b their mirital status in
obtaining professorial rank and in receiving promotions, Three women
felt they were hindered in abtainiug raises, These same opinions were
exnressed in the intervicws renorted in Section IV ,

The questionnaire asked for ojinions from women faculty on several policy
issues wilh the following results:

Do you think that Drown University should adopt the folloving nproposals?g

' ’ Agree Pisagree Don'{
1, Give priority to the hiring and nrorotion
of vwomen faculty until the proportion and
rank distribution of women facultly at 13(34,3%) 23(60,5% 2(5.27)
least equals the sex ralio anong under. -
graduate and graduate students,

2. Do avay with rules which nrohibit the
hiring of husbands and wives in the same

department or same institution (i.e, 33(86,9%) 4(13,5%) 1(2.6%
"nepotisn rules") where they are unwritten
polizy,

3. Work twoard the establishrient of day-care
centers for preschool children of employ- 34(89,6) 3(7.8%) 1(2,67)
ees, faculty and students.,

4, Insure that all women employees, whether
married or not, have fringe henefirs
(e.g. insurance, retirement, educational 38(1.00.07)
and health benefits) equal to those of men,

5. Endorse the principles of maternity lcave
and family sick leave for all employees,  37(97.4%) 1(2.6%)
faculty and students.

On the basis of the responses to questionnaires, it anpears that women
faculty at Brown feel they are treated fairly by their depariments, One
major area of difficulty is that the so-called "nepotism policy" prevents
wives of Rrown faculty members from obtaining positions at nrofessorial rank,
Some of the more subtle nroblems cncountered by women faculty and graduate
students were not anparent from the statistical analysis of the surveys , but
vere revealed by short answers to swvey questions aund by intervievs,

1, One felt being a faculty wife was helpful; two stated their status
neither helped nor hindered; one ansvered "don't knou,

2, One respondent felt the status of faculty wife was helpful; three said
it ncither helped nor hindered in obtaining raises; 1wo replied,
"don't know,”
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IV,  Interviews with Women Feculty and Women Graduate Students

The brief answers on the questionnaires for wemen faculty and graduate stu-
dents were in some cases supplemented by written cormentary, and the comnittee
offered to mzet and talk with any woman who so wished, This section of the report
presents a sumiary of the most commonly encountered attitudes and obsorvations
among those vho talked with the comnittes or who wrote comuenis on the question~
naires,

Bzcause the interviews scheduled by the committee coincided with the beginning
of the strike activities at Brown and the gencral upheaval attendant upon this,
sorie of those women who had made appointments for interviews verz unable to nzet
them, Of the women interviewed over a two-day period, ten were women faculty
(better than 25% of the 38 women faculty who returned completed questionua1req)
and seven vere graduate students,

A, VYomen Faculty, 1In general, these worien faculty felt that they were
penalized wncether they were married or single, In the case of the single woman,
the penalty first arises at the time of job-secking, when many potential emvployers
feel that a single woman is primarily interested, not in her profession, but in
finding a husband, Once hired, the single woman may have to weigh the professional
results of a decision to marry, If she should marry a faculty member at her own
institution, will she be asked to resign? Will she be denied proper salary in-
creases because she is no longer cousidered self-supporting? Married woren, on the
other hand, are often penalized because men overesiimate the amount of time and
energy required of a working wife and mother, Apparently, little consideration is
given to the fact that planned pregnancies, in combination with already-flexible
acadenic scheduling and day-care for preschool children, pernit ihe female to ful-
fill the same responsibilities as male faculty, ‘

Although the younger single woman may be regarded as a "bad risk" by somo
departments, sometimes a woman vho remains single has a better chance of rising to
the rank of full professor than a married woman, This was attributed, not to the
added fanmily responsibilities of the married vonan, but rather {o the unwilling-
ness of departments to continue to treat married women like other staff nembers.,

Married womnen, part1cu1ar1y faculty wives with professional academic quali-
fications, found it easier to be hired by the University, but much nore difficult
to get professorial rank (whether the husband was or was not a faculty merber) .
The contrast, therefore, amounted to this: that the single woman might encounter
more initial difficulty but would have betler long-range career prospects; that
the married woman would more easily find employment but would be handicapped in
securing appropriate salary increases, advancemenl, or tenure,

Faculty wives who are qualified to hold a faculty appointment have additional
problems, Despite the fact that there are no officially stated University
'mepotism" rules, many departments believe that such rules exist and operate on
the basis of that assumption, More than one person pointed out that graduate  *
students frequently marry other graduate students, which results in "faculty
couples,” and that, as nore women autend gzaduaue schoo]s, it is increasinvlv mnore
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wife teaching in the same department, but agreement was substantial that the fair-
est attitude is for individual cases to be judged individually and for depariments
not to rule out the hiring of a qualified woisan solely on the basis of her
husband's position, Departmental chairmen (or others) sometimes refusc to hire
qualified women whose husbands are in the same department on the grounds that the
tenure decision (for husband or wife) might become extremely "delicate," partic-
ularly if the department has few members, Some argued that they might.nol be able
"to judge objectively the vife of a close colleague," The women interviewed
consider such arguments feeble and unjustifiable excuscs to escape from having to
make such judgments, In a small departuent, all tenurc decisions are "delicate,"

Another frequently-invoked reason for not hiring husband and wife vas that
if both resigned to go and teach at another school there would be iwo slots to fill
rather than jus{ one, If both are employed in a single small department, this was
granted to be valid, However, if both persons are well and fairly treated, they
are not likely to leave for another school, If they teach in separate departments
and the husband accepts an offer which nacessitates his wife's leaving her depart-
ment, the problem lies really in perspective, Vhy should the validity of reasons
for leaving a posiiion depend on one's sex? Why assume that it is acceptable for
a man to lecave for reasons of personal gain -- more prestige or more money elsewhere
-~ while it is unacceptable for a woran to leave for reasons of personal gain -~ in
order to continue living with her husband? 1In fact, the recasons for any faculty
member's leaving are of little real consequence in the long run, since anyonc is
free to change jobs for whatever reasons he -- or she -~ chooses,

The situation of the married wonman whose husband is not a feculty member is
not, apparently, much better, despite the abserce of possible "nepotism" conflicts.
These wonen, properly qualified, may have little difficulty in being hired, but
"regular" appointrent, permitting the possibility of tenure, retirement benefits,
etc., is hard to obtain, These women, along with faculty vwives, tend to be
relegated to the ranks of Research Associate and Teaching Associate, They are denied
the salary, the prestige, and the security vhich men of similar qualifications
would automatically receive, and hope of advancement is almost nenexistent,

On the vositive side, it appears to be true that if a woman is hired in a
"regular" faculty capacity at Brovm, she is not likely to feel personal discrinm-
inztion in course load, committec assignments, or professional judgment, Scattered
instances of individual prejudice or patronage do not materially affect this over-
all picture, The most crucial problem seems therefore to lie in the terms and
conditions of the hiring process itself, and in the possibilities of advancement
open to the woman faculty member,

In the matter of salaries, a certain amount of penalty may be felt by a woman,
See Section IT of this report, One startling example of vhat the commitiee feels
to be unfair salary discrimination cannot be documented in dollars and cents
because of the unavailability of comparative salarics; but we believe that the
men's physical education staff nembers (as distinct from the coaching staff) are
definitely paid proportionately more for their hours of tcaching than their female
counterparts,
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B, Yomen Graduate Students, Those students whom the conmittee interview:d
expressed no dissatisfaction vwith edmissions procedures as they have beon able to
observe them, In the matter of financial aid, however, there were complaints,

Once again, the division between the narried and the unmarried women was a sig-
nificant ons, Somo single studeuts felt that men received preferential treatment
because they ave taken more seriously, and hence receive more financial aid.

This was not & consistently nor strongly held view, however, and may depend largely
on departmental policiec.

In the case of married women students, there were more problems, If the hus-
band were also a graduate student at Brown, the total income of the two persous
is sometirnes the basis of arards rather than individual merits; yet in the case of
a male graduate student vhose wife holds full-time cmployment outside the University,
the wife's income is ofton not counted in determining the amount of aid to be given
the husband., Thus som2 graduaie women are financially penalized because their
husbands are also graduate students, It also appears that married graduate women
with non-student husbands receivo less financial aid, despite cases of need,

A nunber of the graduate students interviewed had complaints about negative
attitudos on the part of faculty members, They felt that some professors made it
clear in both overt and coverti ways that womcn students could not be taken seriocusly,
thile such attitudes do not affect all women vho are subjected to their influence,
it does require considerable self-confidence to stand up to this kind of negative
expectation, Consistent treatment as a person from whom not much can be exnectlaed
will tend to induce, in the woman so treated, greater and greater limitations on
the kinds of achlevenents shc believes possible for herself, Faclors of this kind
should certainly be taken into account in assessing the success of female graduate
students in the completion of advanceddegrecs, VWomen faculty members also talked
of this kind of attitudinal prejudice and of the problems in overcoming it vhen it
is encountered. On the other end of the scale, we heard of male faculty members
who lreat women graduate students as sex objecis, subjecting them to innuendo or
improper advances. Extrene cases of either kind of bias were rare, bul milder
cases appear to be not uncommon, '

The relative paucity of wonien faculty members atf Brown worries wonen graduate
students because they want and need role models, i.e,, wormen practicing the pro-
fession for vhich they as students are being trained.

Not all of those who talked with the commitiee have engaged in job hunting, nor
were the experiences of all those who had sought positions the same, The consensus,
hovever, among faculty women and graduate students, was that prejudice against women
does operate, and many cases are known and cited of well-qualified and well-
recommended women vho had difficulty finding positions at the same time that less
qualified, less well-recommended men nore easily found employment, Obviously this
must vary counsiderably from school {0 school and from field of specialization to
field of specialization; it still appears undeniable that much of the time, women
leaving graduate school for their first full-time jobs will encounter difficultiy
solely on the basis of their sex., One woman student remarked that the discrimina-
tion increases as one goes through graduate school, and that it becomes most
crucially appavent at the time of job-seeking., Others made similar statements, and
facully cxperience substantiated this,
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One specific corplaint at Brown is that listings of job openings at the Broun

i Placement Office aro not available to feuales, despite federal Jogislation to the
¢ contrary, This comnittee is directing the atlention of the adminisiration to {his
g flagrant violation of the law,

i
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Yo Conc]usiqgg

A, Statistics as well as opinions recorded above indicale that Rrown docs not -
have enough woren faculty members, particularly in the upper ranks, to provide a sig-
nificant number of 1ole models for female students,

B, Vomen seeking full-time teaching jobs are likely to encounter discrimina-
tion, If they are single, they may be penalized early in their carcers; if they are
married, ihey may have problems in getting rank and salary commenswrate with their
qualifications, Brown faculty and adwinisiration can help wonen graduate students
in their scarch for employment, and Brown can, by its own hiring practices, sct a
non-discriminatory example.

C., At this University, the ranks of Research Associate,™ Teaching Asscciate,
and Lecturer are too often used as a repository for women fully qualified to hold
professorial rank and to be considered for tenure; the opportunity for pronotion
is thus denied them, regardless of qualifications and performance,

D, De facto prohibitions on husband-wife teams are detrimental to the Univerw
sity at all levels, and are hard to defend, as the report on the interviews indicates,
Such prohibitions are discouraging to the ambitions of wonen graduate studenis vho are
likely {o marry men in the academic profession, and may have an adverse effect on
the completion of their doctoral degree, At the same time, these prohibitions de-
prive the University of a wider choice of potential. faculty and of many different
individual talents which cannot even be considered for available jobs,

E. The salaries of female faculty in “regular" ranks compare favorably with
those of male faculty, Although this is also true at the ranks of Lecturer and
. Research Associate, the fact that women tend to remain at this level while nen
usually go rapidly on to professorial positions indicates that these women are not
being adequately compensated,

F. The,basic failure in attitude encountered in male faculty members anspears
to be rooted in preconceived ideas of vhat "women" (all women) are like, Lower
expectations for female students and a refusal or inabilily to treat women seriously,
as actual or potential colleagues or as students, may be, in the long run, psychologi-
cally demaging, In any case, these attitudes 1linit aspirations, and their cumula-
tive effect is humiliating, '

G. Among vomen inteﬁviewed by the committee, the desire to be treated the
same as any other member of the profession, regardless of sex, was most ardently
expressed, Such proposals as, e,z.,, the establishuent of day-care centers, vere
regarded as being a benefit to the whole community, not just to women,

%
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Resolutions and Recermendations

A, Ve recomiend that the following resnlutions be adopted by this chapter and
appended -to the cernmittee report for submission to the faculty, the President,
and the Corporation,

J. As fornal recognition of the importance of its role in the education of
outslanding young women, and in support of the asnirations and career goals of its
women graduates, Drown University reaffiras the right of all womea lo realize their
intellectual and professional potential in the practice of their chosen careers,
without sacrifice of 1ihe responsibilities and rewards of marriage and notherhood,
To these ends it will do its ulmost {0 cncourage the pursuit of career goals for
women and the use of women's skills and training to the benefit of sociely at large,

2. The hiring of women faculty shall be a matter of urgent prriority in the
search for new faculty members. Appoiniments of vomen faculty within cach department
should reflect the proportion of women Ph.D.s nationally in that fiecld, and the overall
nunber of women faculty at{ Brown should be approximately in proportion to the overall
nunber of vonren graduate students at Drown, Since 31,097 of current graduate siwdents
{1969-70 figures) here are vomen, the University should rcach a goal of anproxiralely
one~-third women faculty by 1975, assuming the proportion remains the sane, with the
understanding that ultimately women shall have the same proportion of appoinimonts in
cach professorial rank as men,

3. Siuce there is no official policy forbidding the cmployment of the soouse of
a faculty momber, either within the University or within the same department, woren
candidates for faculty positions shall be considered on their cwn merits, i thout
regard for their narital status, and, in the case of marvicd wonen, vithout regard
for the position or financial circumstance of the husbaud,

4, TVonn quelified to hold regular faculty appointnents shall noil be relegated
to special ranks 1like Lecturer or Rescarch Associate on any long-term basis (they
should uormally hold appoinlment at those ranks for no longer than three years),
but shall be given regular professorial anpointients commensurate with their train-
ing, ability, and performance,

6, Brown University reaffirms its policy that all women faculty, regardless of
marital status, nmust be given fringe benefits equal to ihose of male faculty,

6. The principle of paid maternity leave ~ at least six weeks with pay, and
the option of the remainder of a senester without pay - is endorsed,

7. The establishment of day-care centers for the pre-school children of
facilty, staff, and students is supported in principle and will be rade a rmatter
of early finaucial priority.

B, VWe further recomnmend that the chapter take the following actlion:

1, Recommend to {he FIG or the faculty a study (by a new connitlee of e
FPG or by a special comiitice of the facully) of the status of non-appcintive veen
emoloyees (secrelarial staff, etc,), esoecially in regard to fringe benefits,
salary differcntial, aad vak-load discriaivation,

o 2, Institule a continuinz study by the chapter of anauit apnointucals of
ERIC %oncn in cach departrant, including & study of fringe benefits,
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