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CHAPTER I. INTRODUCTION AND HISTORY OF
THE COMMISSION AT CMU

American society has prided itself on its concern for the fullest develop-
ment of each individual's creative potential. As a nation, we have become
sensitive to the social handicaps of race and class but have remained quite
insensitive to those imposed because of sex. Those women who have
entered the top professionai fields have had to have extraordinary motiva-
tion, thick skins, exceptional ability and some unusual patterns of socializa-
tion in ordexr to reach their occupational destinations (Rossi 1965).

Discrimination based on sex is just as real as discrimination based on
race or religion or color or national origin and just as unlawful under
Title VII of the Civil Rights Act of 1964. Yet it is so deeply embedded
in the American way of life and the American way of business that few
people recognize it as discrimination and fewer still understand that it
is illegal {Kuck 1969).

THE NEW CONCERN WITH WOMEN 'S STATUS

The creation of Carnegie-Mellon University's Commission on the Statv;t:s, and Needs of .
Women is extremely timely. Throughout the nation, commissions, study groups and
special women's groups have sprung up to investigate the condition of women. This

widespread interest in women probably began some fifteen years ago with the publication

of Betty Friedan's Feminine Mystique, continued at a gradually accelerating pace, and

has now reached avalanche proportions. It is almost impossible to find a current issue
of any popular magazine which lacks an article on the women's movement. Certainly the
extent of interest in the status of women was accelerated in October. 1968 by

President Johnson's Executive Order #11375 which prohibits sex discrimination by all
federal contractors, including educational institutions.

. .5
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The many studies of women show that although they constitute more than 50 percent of
the population, 40 percent of the college students and 42 percent of the work force
{Cross 1971), they are concentrated in the lower occupational levels. In 1967, women
comprised one percent of engineers, three percent of lawyers, seven percent of
physicians and eight percent of scientists (U. S. Labor Department Women's Bureau
1968), and although women enter the labor force in ever increasing numbers, they earn

only 58 percent of male earnings (Mechanical Engineering 1970).

In the academic world, women have been losing ground for some time. Since the
1830's women have received decreasing proportions of master’s and doctor's degrees
and faculty appointments (Farson 1969). In 1879, women held more than a third of the
faculty positions in colleges and universities (Time 1969); today, the percentage stands
at 22 percent, down from 28 percent in 1948 and 27 percent in 1930 (Lewis 1968).

Within universities, women faculty are paid less than their male colleagues. In
1965-1966, women full professors had a median salary of $11, 649, compared to a median
for male full professors of $12,768. On other criteria for career advancement, women

in academia also fall below men (Mechanical Engineering 1970).

Recent analysis by Harmon of the careers of men and women holding
Ph. D.'s further underlines that sharp sex difference in ascending the
academic ladder to a full professorship: confining attention to men
and women who have spent twenty vears in academia and who hold
Ph. D. 's in the social sciences, Harmon shows that 90 percent.of the
men had reached a full professorship, something achieved by 53 per-
cent of the single women and 41 percent of the married women. It is
also clear from these data that it is sex and not the special situation
or responsibilities of married women that makes the greatest differ-
ence in career advancement (Rossi 1971).

In the attempt to familiarize ourselves with the dimensions of the problem that we
were charged to investigate, the Commissioners have read through dozens of reports

ERIC
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similar to those described above. The data demand thoughtful consideration. 1t is nof
sufficient to argue that women have less ability than men--there are studies which docu-
ment higher academic performance for females from elementary school through college,
studies dating back to 1929 (Cross 1971). Similarly, it is not correct to point to some
liabilities associated with female workers. A report from the U. S. Department of
Labor finds, that ...« ({Oor) absenteeism, labor turnover, job tenure and labor
mobility, «e « « the cost differentials (between men and women workers) are shown to

be insignificant” (U. S. Department of Labor, Women's Bureau, August 1969). Even
the frequently voiced argument that women must interrupt their careers for child bearing
and child rearing, although true, only raises further questions about the failure of our
society to modify occupational requirements to meet the special needs of women. This
is done, for example, when jobs are held open for absent (male) draftees, or when special
retraining programs are funded for unemployed blacks. Why not special programs for
the needs of the 42 percent of the work force which is female? Why not programs such
as paid maternity leave with job guarantees, federally funded child care centers, job

retraining for women who wish to reenter the labor force?

INTERNAL BARRIERS TO ACHIEVEMENT

In their classic study "Training a Woman to Know Her Place", delivered first at a
CMU special seminar on women's roles, Daryl and Sandra Bem discussed the ways in
which a society that defines success and achievement as masculine can effectively inhibit
female motivation to achieve (Bem & Bem 1970). More recently, Martina Horner has
found evidence that girls show more 'fear of success" than boys; girls anticipated that
success would be perceived as unfeminine and would lead to social rejection (Horner 1969).
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Both the Bem and Horner studies suggest that American girls are socialized to con-
sider that being feminine is inconsistent with being successful in a career outside the
home.

In her study of MMCC women's role development, Shirley Angl;ist hypothesized that
the University's professional emphasis would lead women to develop career aspirations
over the four years of college. However, the results showed that while some women
developed career aspirations, as many women moved away from career interest and a
substantial number of women remained totally committed to homemaker roles throughout
the four years (Angrist 1969). |

Without examples to the contrary, and there are few professional women available as
adequate role models, college women will continue to accept the traditional definition of
femininity. To the extent that they do, they will experience conflict about pursuing pro-
fessional goals which are not traditional for women. Such inner conilicts can and probably
do handicap xvc;men relative to their classmates and colleagues who do not perceive profes-—
sional success as antithetical to their sex role. In parallel fashion, men who are socialized
to believe that professional achievement and career commitment are, and should be,
masculine attributes will tend to discourage the professional ambitions of the women
with whom they interact.

Sﬁch attitudes in men and women are undoubtedly pervasive in America, the unfortu-
nate consequence of too rigid definitions of what is masculine and what is feminine.

Serious efforts to eliminate the educational, cccupational and financial inequities which now
exist between men and women must acknowledge that the problem we face is as much one of

changing such attitudes as it is one of eliminating overt discrimination against women.




EXTERNAL BARRIERS TO ACHIEVEMENT

A complete answer to the question of women's low status must consider not only
the intgrnal barriers to achievement, the result of socialization into traditional sex
roles, but also the external barriers. Even if women succeed in overcc;ming the in-
ternal barriers and breaking through to more non—tx:aditional educational, work or
personal roles, there are many barriers to success in the educational and work world.
The external barriers (e.g., excluding women from educational programs and from
certain kinds of positions or fields of activity, evaluating women more critically than
men for the same activity, rewarding women less than men for the same activities)
lead to what we generally recognize as discriminatory practices. In reviewing
women's status at CMU, the Commissioners asked questions which would reveal
whether or not the University does discriminate against women in ways which have been
identified elsewhere in our society. We have tried not to prejudge any issue. We have
been careful to listen to all explanations of unequal salaries, promotions or admis-
sions, and whenever possible have included the explanations given to us in this report.
In spite of these things, the Commission cannot ignore the hard evidence of discrimination
in finding that men are paid more than women in the same job categories over the entire
range of jobs at CMU, or the steady decline in the percentage of degrees conferred to
women over the past decades or the absence of women at top levels of administration and
faculty.

One might argue at this point that although the data are clear, their interpretation is
not, and that factors other than sex discrimination might have produced the reported re-

sults. This argument raises the complex question of what constitutds sex discrimination.




At the simplest level, one discriminates against women if men of lesser qualifications
are given preferential treatment in such matters as promotion, admission to college or
financial aid simply because they are men. Most well intentioned persons probably
would not do this. On the contrary, cn those many occasions when they choose a male
over a female candidate, they do so for a variety of reasons, none of which are perceived
as influenced by the candidate's sex. The most frequent reason given is that the woman
is less qualified. The problem here lies with the determination of quality. Since esti-
mates of a person’s quality tend to be influenced by the stigma attached to his or her
group memberéhip, performance evaluations of women (and blacks) cannot be totally
objective. Those who evaluate run the high risk of downgrading members of groups with
inferior status. To equalize the status of women requires revised evaluations which
exclude the possibility of automatical.y downgrading women.

Even if one carefully eliminates sex bias in tlie determination of quality, it remains
true that there are fewer qualified women than men for many desirable positions because
women have traditionally been discouraged from pursuing the attainment of the requisite
qualifications. This is the case, for example, in trying to find qualified women physicists,
neurosurgeons and administrators. It is precisely because of this situation that the
federal government now requires its contractors (including CMU) to develop plans for
affirmative action for women and minorities; indeed, the development of special compen-
satory programs to qualify women and minorities is at the heart of the whole affirmative
action concept.

Finally, many men seem concer.ed that these are arguments for inferior quality of

performance which will damage the University. The concern is unfounded, since the
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recommendation here is not that the University hire and promote unqualified people, but
rather that they provide appropriate qualifying experiences for their women students and

employees when these are needed.

HISTORY O THE COMMISSION

Early in the fall of 1970 a group of faculty women at Carnegie-Mellon University
began to meet informally to discuss their concerns about the status of women at this
University. Gradually the group enlarged to approximately 50 women, including women
administraiors, faculty and staff members. The group took the name CMU Academic
Women and formed several subcommittees. One of these, the "Cqmmittee on Salaries
and Promotions" requested and obtained a series of meetings with University adminis-
trators, including the Vice President for Academic Affairs, Dr. Schatz, Vice President
for Business Affairs, Mr. Strathmeyer, and Vice President for Administration and
Planning, Dr. Kibbee. The women initially requested the sdministration to establish
and fund an office to equalize the status of women at CMU. The administrators replied
that since there was no evidence that women's status was unequal to men's at CMU, a
necessary first step would be to determine in what areas and to what extent inequality
does exist at this University. The women agreed with this suggestion and indicated their
wish for the administration to convene an investigatory commission.

As a result of these discussions, the Commission on the Status and Needs of Women
at CMU was established by President Stever in a memorandum sent to University
officers, deans, department heads and directors on February 24, 1971. Members of
the Commission were appointed by the President and provided representation of deans,
faculty members, administrators, students, alumni and two women's groups, the

ERIC 43
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Association of Professional Office Workers in Education (APCWE :.nd the new CMU
Academic Women. Three members of CMU Academic women were appointeq

as part-time staff for the Commission: Ruth BeaCh_aé Commission Chairperson,
Shirley Angrist as Research Director and Carol Kauiman as Executive

Director,

It should be emphasized here that the Commission on the Status gnd Needs of Women
has functioned since its inception as an objective inVestigatory body 2nd not as an advocacy
group for women. AdvocacCy roles remained with CMU Academic Women, Which under—-
went changes in leadership, membership composition and name shortly 2fter the
formation of the Commission. CMU Academic WOIB€n had been predominantly faculty;
by early spring it began to actively recruit nonfaculty women and changed its name to
Women of Carnegie-Mellon (WCM). This organization hag flourished and has emerged
as a strong voice for women on the campus. The Comnﬁssion asked for and hgs in-
cluded a report from WCM in a later chapter, along With reports from tbe Alumnae
Task Force of WCM and from a Special Committee Of the Association of Profession?l
Office Women in Education.

The Commission on the Status and Needs of Women hsg devoted its efforts to meeting
the comprehensive charge given it by President SteVver jn his authorizing Memgorandum

of February 24. The charge is reproduced in full beloy,.

Recognizing the growing concern for the problems and needs of women in
this academic community, I am establishing 2 Campus-wide Commission
and am giving the Commission the following cbarge.




(1) To examine all areas of University operations as they per-
tain to the general problem of the status of women, including:
(2) the admission of women students both undergraduate and
graduate, the placement services available to such students,
the housing of women students, their treatment in the class-
room, the educational and occupational counseling they
receive and such other areas as the Commission may de-
termine; (b) the employment, retention, promotion, and
salaries of women on the faculty and staff, the distribution
of males and females in various employment categories and
such other matters as the Commission may determine.

{(2) To recommend policies, procedures, organizational arrange-
ments and special services which it believes will enhance the
opportunities of women to achieve their personal and profes-
sional goals at Carnegie—-Mellon University.

(3) To suggest the outlines of an affirmative action program
designed to correct or ameliorate any discriminatory
practices or unequal conditions discovered in the Commis-
sion's study.

{(4) To recommend a continuing vehicle for monitoring the im-
plementation of an affirmative action program and to suggest

which offices within the University should be responsible for
various aspects of implementation.

COMMISSION ACTIVITIES

It is convenient to discuss the activities of the Commission in two time periods; namely,
the two months prior to the completion of our Preliminary Report in April 1971, and activ-
ities during the summer months to complete the final report.

During the period between F_ebfuary and April 1971 the Commission met at least
weekly to plan and conduct its investigations. Typically, our procedures began with an
interview between the administrator responsible for an area covered in the Presidential
charge to the Commission (for example, Admissions, Placement, Counseling Center),

the Commission Chairperson and one or two Commissioners who volunteered to head a
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lsubc‘:ommittee for the area. Following these initial interviews, the administrators were
invited to present data and respond to questions at public hearings conducted by the full
Commission, The proceedings of these hearings, available in Commission files, contain
a wealth of statistical data on University operations pertaining to women; they also contain
much informative testimony from administrators in response to questions about policies
and practices which might differentially affect men and women. In addition to these public
hearings, the Commission held closed hearings at which individuals gave confidential
testimony, and several special meetings with invited groups of students and faculty.
Summaries of the group meetings are included in the appropriate sections of this report.
Summaries of the confidential hearings are available only to the President and members of
the Commission. The Commission was not constituted to serve as a grievance committee
for individual women nor did it have time to try to resolve particular grievances due to
sex discrimination. We heard individual complaints of discrimination in several areas:
termination of employment without explanation; lower salaries and promotion opportunities
for women than for men at comparable levels; lack of consideration of women for
positions for which they were qualified (and hiring of women for positions beneath their
abilities); subjecting women to threats of academic failure if they did not respond
positively to the sexual advances of male faculty; nepotism policies operating against
women; and less desirable dormitory conditions and regulations for women than for

men. The individual cases were recorded in Commission files for consideration by

the office or individua_l to be appointed to monitor affirmative action following the
Commission’'s work.

Finally, the Research Director sought and obtained statistical data on employment
conditions for women at CMU. She was assisted by the Commission staff, and relied
heavily on data provided by the Vice President for Academic Affairs and the Vice
President for Business Affairs, both of whom are members of the Commission, and

the Director of Personnel Services at CMU. She was also assisted in the data collection
by many other University employees.

ERIC - v



" The Preliminary Report, completed in April 1971, was sent, at President Stever's
request, to all deans, department heads and directors with a request that written ‘
comments be sent to Dr. Beach or Vice President Kibbee. Many people across
campus responded with long, thoughtful commentaries which were of great help
to the Commission in suggesting data refinements agd in letting us know how our
findings were received. Most of the letters were positive, expressing encouragement
for our activities. The few negative comments that we received pointed out that our
preliminary data analyses were incomplete. In this final report we have made every
effort to obtain complete data and to analyze it carefully, particularly data concerning
CMU's women employees. We still lack much data on students and have made several
recommendations in Chapter V that more student data be obtained in the near future
by other groups.

During the summer months from May to September, we continued to analyze data
already obtained, collected additional data in some areas and initiated follow-up-
inquiries into areas about which gquestions remained from the Preliminary Report.

We were helped by the comments of deans, department heads and directors who
reviewed copies of the Preliminary Report in May. At a meeting with Vice President
Kibbee on June 108, Commissioners discussed with him the administration’s reactions
to the 39 recommendations contained in the Preliminary Report and were pleased that
some 15 were considered to be immediately acceptablie. Since all but one or two

of the remaining recommendations were considered potentially acceptable after they
had been made more operational or in some other way refined, we devoted some

time‘ during the summer to refining these original recommendations.

A major recommmendation by the Commission relates to item (4) of the President's
charge in which we were asked to recommend a "continuing vehicle for the implementa—-

tion of an affirmative action program’', In the Preliminary Report, we had suggested

the creation of a Monitoring Commission, to be administered by a newly appointed

11
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" Director who would report to the President. Dr. Kibbee suggested that any such
office should carry responsibility for minorities as well as women and proposed a
joint Office ot Equal Opportunity (OEO). The Commission discussed this idea, re-
vised its original recommendation accordingly and submitted it to President
Stever on July 10, hoping that it would be possible to establish a functioning OEO by
September 1, 197]1. President Stever replied in a memorandum to the Chairperson
of the Commission on July 16. In this memorandum, the President announced his
intention to appoint Dr. Kibbee as the Director of an Office of Equal Opportunity

to be effective September 1, 1971. None of the structure or concepts in the Commission
recommendation were accepted; that a2 woman be Co-Director for Women's Affairs
or that there be a Monitoring Commission for periodic ewaluation of progress. Dr.
Kibbee announced on July 27, 1971 his decision to accept the position of Chancellor
of the City University of New York. Thus the structure of this office remains
undefined although the President reiterated his intention to establish an Office of

Equal Opportunity in his address to the faculty on September 8, 1971.

ORGANIZATION OF THIS REPORT

The major findings of the Commission are described in Chapter III of this report
and summarized in Chapter VI. Supporting documentation is available in Commission
files including tables, transcripts and other data. Two sections of the report include
material which was not specifically requested by President Stever, but which has been
approved for inclusion by the Vice President for Academic Affairs. These are
Chapter I, a history of higher education for women at CMU, written for this report at
the Chairperson's request by Dr. Joan Burstyn, and a section of Chapter III, which
includes reports from women's groups—-the Alumnae Task Force of the Women of
Carnegie-Mellon, the Association of Professional Office Workers in Education and
the Women of Carnegie Mellon (WCM). The WCM report contains selected questions

and answers from each of three hearings sponsored by WCM during July and August
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. at .which their members questioned the Director of Personnel, the Vice President
for Academic Affairs and the Treasurer of the University. Chapter IV presents the
recommendations for a continuing monitoring vehicle which were submitted to
President Stever in July 1971. Chapter V presents specific recommendations to

correct or ameliorate any discriminatory practices.
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CHAPTER II. EDUCATIONAL EXPERIENCES FOR
WOMEN AT CMU: A BACKGROUND

INTRODUC TORY COMMENTS

Dr. Joan Burstyn has written an historical review of the education of

women at CMU which is presented in this c hapter. Her work clearly indicates that
earlier academic programs in which most students were women have had little long
range succesé here. The recent decision to phase out Margaret Morrison Carnegie
Collegé by 1973 was preceded historically by decisions to abandon the predominantly
female schools of social work, nursing, and Iibrary science. Also, since the total
percentage of degrees awarded to women has declined over the past decades, itis
evident that the loss of women students caused by the elimmination of these pre-
dominantly female programs was not compensated by any significant increase in the
percentage of women students who graduated from co-educational programs.

The inescapable conclusion must be that educational opportunities for women have
been steadily declining at CMU. This fact, which serves as the starting place for
several specific Commission recommendations, needs to be carefully interpreted.
From Dr. Burstyn's report it is obvious that CMU never had a formal policy of
eliminating programs simply because they were more attractive to women than to men.
Each decision to abandon a predominantly female program was defended on educational

and financial grounds, not through appeals to male supremacy. However, the failure



of the University to develop alternative programs which would provide cducational and
occupational opportunities for women, and which would also meet cducational and
financial censtraints suggests that in the past, CMU has been indifferent, at best,
towards keeping women on carmpus.

The Commission hopes that one consequence of its report will be to reverse those
trends; we hope that our findings will turn campus indifference into active support for

women's education at this University. We do not necessarily have in mind exclusively

all-female programs; these have the advantage of providing women with a wide range of
roles (as students, faculty, administrators) but they carry the danger of acquiring
second class s‘.catus on a predceminantly male campus. The Commission particularly
advocates increased opportunities for women students in co-ecucational programs.
Specific recommendations regarding program development are in Chapter V; here we
wish only to emphasize that Dr. Burstyn's valuable review indicates clearly that if
educational opportunities for women are to thrive at CMU we will need to reverse past
trends. The first step in that direction must be a strong public commitment by the

University to develop high guality educaticnal programs attractive to women,

A BRIEF EISTORY. BY JOAN N. BEURSTYN

The history of Carnegie-Mellon University has been a continuous modification of the
vision of its founder, Andrew Carnegie. In founding the Carnegie Technical Schools, writes
Henry C. Zabierek, ""All Andrew Carnegie had contemplated was a school for good mechanics,

' primarily, if not exclusively, for the young people of Pittsburgh. w(2) By 1920 the educa-
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tional objectives of the schools (known afier 1912 as the Carnegie Institute of Technology)
had been broadened to provide more than mere practical training for a job, and ovex half
the students came from outside the city of Pittsburgh. The most recent changes were
those of 1967 when "Carnegic Tech'" became Carnegiec-Mellon University, the Division of
Humanities and Social Sciences became a College, a new School of Urhan and Public Affairs
was established an_d the decision was made to aholish by 1973 the Margare: Morrison
Carnegie College for Wc. aen.

This last décision affected drastically the position of women at CMU, For many it
meant painful personal readjusitments, but to evaluate its significance in more than per-—
sonal terms one needs to look historically at the changes at Carnegie Institute of Technology
in relation to the ambitions of women in socizty at large. In retrospect the changes at
Carnegie can be seen to have had two major results: the replacement of practical training
by a more libersl concept of education, which has resulted in the strengthening of humanities
and social sciences on campus; and the growth of graduate education, particularly in those
departments which could attract outside funds and maintain a strong commitment to under-
graduate teaching.

Under President Doherty (1936-1950), the move towards a liberal concept of education
begun before 1920 was accelerated. Aided after 1946 by Elliott Dunlap Smith, Provost
and Maurice Falk Professor of the Humanities and Social Sciences, \President Doherty
ploneered at Carnegie a plan for liberalizing the professional education of engineers and
scientists. The social relations program for engineering and science undergraduates was
expanded and integrated into their major program. Shortly afterwards a similar scheme
was introduced in the general educaﬁon courses for Fine Arts students.

An even more radical expansion took place in Margaret Morrison Carnegic College.
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In his report for the academic year 1946-1947 the Provost gave three reasons for his
difficulty in keeping teachers in the Division of Humanistic and Social Studies at Carnegie
Institute of Technology. Pittsburgh was an unpleasant city to live in; the city provided
poor rescarch facilities for‘people working in the humanities and no opportunities existed
at Carnegie for the humanities faculty to teach advanced courses, as they could at a liberzl
* arts college. Dr. Smith moved r¢ »idly to eliminate the last of these reasons--the onlyv one
over which the Institution had any real control. The committee of which he was chairman
suggested that the Department of General Studies in Margaret Morrison Carnegie College
be reorganized. As a result, undergraduate options in £ocial science and education, pre-
viously offered in the Departmient of Social Work, were transferred to the Department of
General Studies, and all Margaret Morrison Carnegie College students who were not
interested in professional training worked from then on for a degree in general studies.
There was no student resistance to curricular changes which gave the students in Margaret
Morrison Carnegie College 44 percent of their courses under the faculty of the Division of
Humanistic and Social Studies, as compared to 25 percent in the Colleges of Engineering

and Science and of Fine Arts.

To handle the additional load, the number of facdlty membezers in the aca-
demic departments of the Division doubled between 1945 and 1950. Not
only did the faculty of the Division increase in number, but the quality and
intensity of teaching was readily noticeable, and, as measured by scholarly
publications, there was evidence of greater selectivity in choosing and
retaining memkbkers of the instructional staff. (2)

Thus the reorganization of the Department of General Studies in Margaret Mocrrison
Carnegie College was a major factor in strengthening the Division of Humanistic and Social
Studies, since it gave to the Division's faculty their first constituency of upperclass students
majoring in the fields they taught. However, some outstanding differences remained between
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the IIumanilies faculty and their colleagues in Engineerine and Science: the former taught
only women in advanced level courses; their constituents majored in general studies rather
than in a specific subject; and they taught no graduate students.

How did it come about that only women at Carnegie Institute of Technology were offered
a general siudies degree? The Institution had begun with an intent which was strictly
vocational. The School of ¥Fine and Applied Arts was to produce workers skilled in the
industrial application of the plastic arts, and Margaret Morrison Carnegie College for
Women was "to provide vocational training in secretarial studies, household economics,
costume design and general science. ”(3) Yet even from the beginning the seriousness of
this vocational education for women could be questioned. TUnlike Drexel Institute, founded
a decade earlier with similar intentions, Carnegie Institute of Technology did not open
secretarial studies and household economics to men as well as to women. The original
aims of Margaret Morrison Carnegie College for Women were to prepare women as wives
and mwothers '"'to inspire the home' as well as to prepare them for a vocation.

After World War II the aspiraﬁoné. of the Division of Humanistic and Social Studies for
its own constituency of equal standing with those of the colleges came together with the
aspirations for a general education of most women students, . persuaded by the ethos of
the time that marriage and motherhood were a sufficient career for an educated woman.
With the growth of affluence after long years of depression, many women no longer felt
compelled to seek training for employment, or when they did, were prepared t¢ postpone it
until graduate school. Those men who were also willing to postpone professional education
until graduate school did not generally come to Carnegie Institute of Technology for their
first degree. The engineering and science departments after the Second World War expanded
their graduate programs encrmously, but, as in any expanding institution, they did not
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*wish ‘to take the majority of students from their own undergraduate body. It appears,

then, that women were more ready than men to accept a non-professional program =zt
Carnegie, and that the departments which prepared only for professional work were the
most vulnerable on campus: their students were all too willing to provide a constituency

for the humanities and social science faculty. |

As Elliott Dunlap Smith had no;‘.ed in the 1940's, one reason it was difficult to keep

humanities teachers at Carnegie was that courses in the humanities and social sciences
were interdisciplinary. Few institutions produced graduates competent to teach such
courses, and most college teachers saw the road to advancement in their profession

through published research in a single discipline. As the years passed pressure mounted

at Carnegie, from women students with aspirations for graduate study as well as from
faculty, for the general studies program to be abandoned. From 1962 Margaret Morrison
Carnegic College students taking general education courses were able to graduate in specific
subjects: economics, psychology, social studies, English, technical writing, modern |
la_nguages_ and history. This was another step towards developing parity between the
faculty in the Division of Humanistic and Social Studies and those in the College of Engi~
neering and Science. Further steps were taken in 1968 when the Division became the College
of Humanities and Social Sciencesand men were accepted along with women as undergraduate
students.

The humanities and social sciences weré not the only non-professional subjects to

leave Margaret Morrison Carnegie College in 1968; the natural sciences moved also.

Though courses in the College of Engineering and Science had been opened to women during
World War II and remained open to them afterwards, until the 1950's most women at Car-

negie were enrolled in Margaret Morrison Carnegie College where a general science program

O ~s offered. Since the general science program was never very popular, after 1957 the
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flacuilty who taught it in Margaret Morrison Carnegie College were transferred to the College
of Engineering and Science. A titular program in natural sciences was established in
Margaret Morrison Carnegie College in which women took courses offered by the College
of Engineering and Science, and in. 1965 an M. A. in natural sciences was established. In
1968 the natural sciences programs were transferred to the College of Engineering and
Science.
The reversal by the Supreme Court in 1954 of Plessey vs. Ferguson (1896) showed

that the wider society perceived separate education to be inherently unequal. The response
at Carnegie was not, as it might have been, to open the professional and non—professional
courses in Margaret Morrison Carnegie College to men, but to terminate professional
courses fcr women, to transfer non-professional courses to other colleges and to close
Margaret Morrison Carnegie College altogether. The transfer ¢f courses out of Margaret
Morrison Carnegie College assured women students of an integrated education with men,
but for women faculty the change was less auspicious. Although there had never been a
policy that faculty of Margaret Morrison Carnegie College should be women, in fact many
were, and concomitantly there were few women faculty in other colleges, with fewest in

" the College of Engineering and Science. Those women faculty in the rank of assistant pro-
fessor and above who were transferred out of Margaret Morrison Carnegie College into
the College of Engineering and Science by the changes in the science programs at the end
of the fifties were soon terminated or retired. The number of women faculty in the Depart-
ments of Physics, Chgmistry and Biological Sciences in the ranks mentioned above went

from six in 1964-1965 to zero in 1971-1972.

The liberalizing of education at Carnegie was accompanied by the growth o’ graduate

programs. Because such programs are expensive to run, the Institution expected either
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" that they be supported by outside funds ox that they benefit undergraduate teachking and
thereby justify the use of internal funds to run them. The pattern for graduate programs
on the campus was set by J. C. Warner when he was Dean of Graduate Studies in Engineerin:
and Science. After 1948 he fought successfully to maintain the level of financial assistance
for graduate students first made possible in 1945 by federal financing of veterans. ¥ollow—
ing President Doherty's example, Warner obtained named fellowships from industrial
corporations,and he.encocuraged applications for foundation and governraent rese:arch funds.
In 1936, the year Doherty became President, only 20 students graduated from Engineering
and Science with master's and doctor's degrees; by 1950 there were 122, Women did not

benefit from this increase; where none received a graduate degree in 1936, only one woman

Table 1. Graduate Degrees, Engineering and Science

Number of Degrees Percent Degrees

Period Total Awarded to Women Awarded to Women
Masters
1946-1862 1498 36 2

(1)
1963-1970 1307 50 4
Doctorates
1946-1962 629 18 3
1963-1970 637 17 3
(1)

After 19688, this figure includes M. A. in natural sciences, previously in figures for
Margaret Morrison Carnegie College for Women.
did so in 1950, Table 1 shows that the number of women in the graduate programs in the

College of Engineering and Science has increased only minimally even during the last

ERIC 22
2



Table 2. Women Doctoral Graduates(l)in Engineering and Science 1845~1970
Professional Positions as listed with Alumni Association, 1971

Subject of Total of Women Professional
Degree Graduates Position

- University-Lecturer
Physics 6 Federal Employment
Private Corporation

Housewife

W

University = Full and
Mathernatics 6 Assistant Professor

Housewife

Unknown

oW

College or University -
Chemistry 13 including 2 Full Profs. 3

University Research

University, Research and

Administration

Unknown Position, College

Federal Employment

Private Corporation

Housewife

Unemployed

Deceased

w

o e e e

Electrical Engineering 1 Private Corporation 1

1)
( Only 26 out of 35 have been traced in this table.

eight years. Although there is no evidence that Carnegie Institute of Technology encouraged
women to apply for graduate study in Engineering and Science, it is a.so clear that the small
number of women graduating mirrors a lack of interest in science manifested by women in
. @,,.. ) (6) .

society at large, for reasons suggested by Roe, “~White,  "Burstyn. One reason is that
women students in engineering and science find few role models amongst college faculty.
Information about 26 of 35 women who have received doctorates in e ngineering and science
from Carnegie suggests that qualified women, even when they come from such a prestigious
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institution as our own, find career difficulties (Sce Tabkle 2). Of nine women affiliated

to a college or university, only five hold any professorial rank. Only one of the 26 women
has ever been employed by Carnegie-Melion University, and she was not given faculty
rank but was called a lecturer.

If women on campus have not benefited as much as men from the growth of graduate
programs in engineering and science, have they benefited more from the growth of graduate
programs in other areas? The data show that they have not. From 1939 until 1953 a
mastier's program in social work existed in Margaret Morrison Carnegie College, which,
though a- majority of its graduates were women, was the earliest program in that College
to accept men. Between 1946 and 1848 the program was expanding; more opportunities
for field experience and new courses were offered. However, when J. C. Warner became
President in 1950 he inherited from his predecessor a small budgetary deficit which he
was determined to eliminate. The new President's annual reports were very different in
style and in tone from those of President Doherty. In stvle they were more unified, for
they did not include separate reports from the Deans and irom the Provost; they are there-
fore less revealing for the historian. In tone they were more anxious about financial affairs.
The 1949-1950 deficit was met by dipping into the income reserve fund. When a reduced
deficit in 1951 was followed in 1952 by another of $2, 133,76, the President announced
decisions to raise tuition in all colleges by $80. 00 and to terminate the master's program
in social work, The annual report of 1950-1951 explained the latter decision as follows:

The cost of cur program in Social Work in MMCC, which includes a two
year program of graduate work leading to the degree of Master of Science
in Social Work, was substantially higher than that of the undergraduate
programs in that College. Thus it was a drain on our resources. Accord-
ingly, the Trustees considered possible solutions o this problem and
decided to discontinue the Department as of June 30, 1953, when commit-

ments to faculty and students had been met. After the ammouncement, many
letters were received praising the work of the Department and regretting
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its discontinuance. A committee of social work graduates conferred
with the President in an effort to find some other feasible solution,
but none could be found. Although the Trustees reconsidered the
question, thev could find no basis for any other action, the decision
being dictated by the demands of economy. (Annual Report 1951 - 2:4)

The graduate program in social work did not meet the criteria for success at Carnegie:
it neither attracted outside funding nor benefited undergx-'aduates.

A second graduate program which had attracted more women than men students was
also terminated after some years. Library science, a bachelor's program from 1930
until 1948, became a master's program from 1949 until 1962 when the School of Library
Science moved from Carnegie Institute of Technology to the University of Pittsburgh.
Ostensibly the move was made because it was decided at Carnegie that an institute of
technology was the wrong environment for a library school, a curious decision when
information retrieval was just developing into a major field of computer science. The
first inkling that all was not well had come in 1956 when the American Library Association
recommended that the Institution should enrich the quality of its program. Then in 1959
the Carnegie Institute let CarnegiehInstitute of Technology know that it was no longer able
to help support the program. A decision had to be made: either the program had to be

brought entirely ontc the campus or it had to be abandoned. As the President wrote in

the Annual Report (1961-1962):

It would not be appropriate to bring the school to the campus and to
support it with funds needed for other operations (p.27).

The program, therefore, was abandoned at Carnegie in 1962.
Some readers, when studying the demise of the master's programs in social work
and library science, might interpret these events as a deliberate attémpt by the adminis-

tration at Carnegie to stifle graduaie education for women. Such an interpretation, however,
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. seem.s overstated. President Warner's deliberate policy was to nmiove graduate study

into the arena of pure and applied research, away from strictly professional training,

and to encourage those programs which attracted financial supporti from outside or which
served to strengthen undergraduate programs. Following these criteria, in addition to
the bachelor's program for women in home economics edﬁcation, he supported the institu-
tion of a master's program in 1964. This program, never large, will be abandoned by
1973 with the closing of Margaret Morrison Carnegie College. Had the aspirations of
women been the controlling factor in decisions of what to do with graduate programs in
social work, library science and home economics, these programs would not have been
terminated since they all flourish at other institutions.

The desire to move graduate study away from anplied fields and into research provided
another opportunity for the Humanities and Social Sciences faculty to strengthen its position
on campus. Master's programs were established in English and history; their first students
graduated in 1965. A new degree called the doctor of arts was also established as a terminal
teaching degree. Though not confined to devartments in the College of Humanities and Social
Sciences, it gave to the faculty of that College its only doctoral students. The D.A. program
did not establish the break with applied research that a Ph. D. program would have done, but
it and the M. A. and M. S. programs did attract outside funds for their support. Table 3
shows how many women have graduated so far from the gré.duate programs in the College
of Humanities and Social Sciences and what proportion they are of the total number of gradu-
ates. The proportion in English is almost the inverse of that in history.

Two other areas in which there has been an expansion of graduate work are the Graduate
School of Industrial Administration (which includes advanced degrees in psychology) and
the College of Fine Arts. Tables 4 and 5 show the number of women who have graduated
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. 1
Table 3. College of H&SS, D. A. and M. A. Degrees Awarded 1969, 1970 and 1971( )

Number of Degrees Percent Degrees
Degree Total Awarded to Women Awarded o Women
. (2)
English M. A. 115 84 73
English D. A. 4 3 75
History M. A. (%) 132 41 31
History D. A. 12 2 17

1)
This table includes figures for 1971.

(Z)From their inception in 1965 until 1966 M. A. degrees in English and history were
awarded in Margaret Morrison Carnegie College.

from these programs and the proportion they bear to the total number of graduates. The
proportion of women receiving degrees from the Graduate School of Industrial Administra-
tion is the lowest of any College on campus. The first woman Ph. D. (in psychology)
graduated in 1971 and women received only two percent of the master's degrees between
1963 and 1970. In the College of Fine Arts the percentage of women among Master's recip-
ients dropped slightly in the period 1963-1970 from what it had been in 1946-1962, from 28

percent to 24 percent. Women have obtained only six percent of the doctorates in Fine

Arts first granted in 1965.
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Table 4. Graduate Degrees, College of Tine Arts

Number ol Degrces Percent Degreces
Period Total Awarded to Women Awarded to Women
Masters
1946-1962 221 62 : 28
1963-1970 237 58 24
Dociorates
(None awarded
prior to 1965)
1965-1970 16 1 6

Table 5. Degrees, Graduate School of Industrial Administration

| Number of Degrees Percent Degrees
Pericd Total Awarded to Women Awagrded to Women
-Masters
(None awarded
prior to 1950)
1950-1962 287 0 0
1963-1970 402 T 2
Doctorates |
(None awarded
prior to 1957)
1957-1962 16 0 0
1963-1970 75 0 0
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Table 6. DMaster's Degrees in Margaret Morrison Carnegie College

Number of Degrees Percent Degrees
Discipline Total Awarded to Women Awarded to Women
Social Work
1946-1953 : 92 52 - 57
Library Science
1949-1962 422 343 81
Home Economics,
Natural Sciences, 125 83 66
English and History
1965-1268

The overwhelming majority of graduate degrees irom Carnegie Institute of Technology
awarded to women prior to 1962, when the Library School left the campus, were in social
work and library science (compare Table 6 with previous tables). Though new programs
have been introduced since 1962 either specifically for women or in fields which attract
them in reasonable numbers, the proportion of women receiving master's degrees has
dropped from 20 percent for 1946-1962 to nine percent for 19631970 (see Table 7). Such
a drastic change leads to the conclusion that the replacement of practical training and
the growth of graduate programs in areas not narrowly vocational has been effected at

the expense of women, whether or not in response to deliberate policy.




Table 7. Graduate Dogrees, Carnegice-Mellon University

Number of Degrees Percent Degrees
Peric Total Awarded to Women Awarded io Women
Masters
1946-1962 2520 500 20
1963-1970 2189 201 9
Doctorates
1946-1962 645 11 2
1963-1970 738 18 2

Note: The year 1962 is taken as the dividing date in these tubles hecause that was the
vear that the graduate program in Library Science moved {rom the Institute of
Technology to the Universitv of Pittsburgh. No tables go back beyond 1946, :the
first year after Worid War iI, although many programs originated before that
date.

“Some Implications for Pclicy

I think we should be clear what our mindset as been with regard to wwvomen's status.
The main strength of Carnegie Institute of Technology was engineering and science. By
tradition these have been masculine endeavors. Carnegie Institute of Technology was
renowned nationally for its work in engineering and science; the Institute did not perceive
that its national reputation was enhanced by any activities of its women'sCollege. Although
Carnegie-Mellon University has decided tc abandon segregated education and open courses
in all departments to students regardless of sex, the University has been unable, or un-
“C;“ing, to free itself of its masculine image. The most poweriful dgpartments seem to be
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the ones which employ few women; the least powerful seem to be those which employ most
women. There is a self-perpetuating cycle, because departments which pridé themselves
on their strength offer few incentives either to women faculty or women students. Without
a greater number of women students in them now, there is little likelihood of finding more
gualified women to become faculty members in them iﬁ the future.

There is another element in this cycle. In the continual power struggle which takes
place on any campus an equilibrium is found by balancing separate interests. At CMU,
non-scientific areas are continually under pressure to justify their existence; they are
cont-inuaﬂy trying to ""prove' itheir importance. There are, apparently, two ways to do
this. First, the area may point to the "hard' research carried out by micnivers of its
faculty. Taking their cues from the sciences and engineering, even those areas least well
served by quantitative techniques, group research or practical applications, may find
themselves encouraging this kind of work at the expense of something longer term, more
individual and less productive of separate publications. The humanities and fine arts,
it should be noted, cannot easily compete in this way:; it is difficult for them so to subvert
the nature of their endeavors that they can '"prove™ their importance by competing with
science and engineering in "hard'" research.

Therefore they have to resort to the second method. (The two methods are not exclu-
sive; most departments, I suggest, resort to both). Since a second attribute of science
and engineering is that they have a ""masculine'" image, another way to "'prove' that one
is as professional, as important as they are, is to project a "masculine' image also. We
have to admit to ourselves the depth of the feelings in our society, feelings whose historical
origins can be traced easily, that professions with large numbers of women in them are

somehow less professional than those with fewer women; that a profession which encourages
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woinen to enter it ends up by not being able to command high salaries. Certainly the
salary structure at CMU would seem to bear out the validity of such feelings. Most
women faculty members have not been able to command the same salaries as men;

the most '""masculine" departments contain the faculty members with the highest salaries,
Therefore it seems to be to a department's financial b-eneﬁt o augment its ""masculine'’
image. While dealing ostensibly with the status of women, Carnegie-Mecllon University
will have to consider the underlying implications of women's present status for the
future status of faculty members of both sexes in non-scientific areas.

If the proportion of women students or women faculty is to change then certain
questions have to be raised and answwered. Why has the proportion of women to men on
the campus been allowed tc decline? Should the University now change the proportion
and by how much? Should the University develop new <urricula at graduate and under-
graduate levels specifically to capitalize on the interests of women, and men, Wwno
presently do not attend this University? Would the University be well served by a
decision to raise the proportion of women students on campus by encouraging more
women to apply to Fine Arts and H&SS while maintaining present recruitment policies
in'CIfI{ and MIS? What results would such a decision have on faculty and émdelnt
morale in Fine Arts and H&SS? Would the University be well served by a decision to
raise the number of women students by encouraging CIT and MIS to change their
present recruiting policy so that they more actively solicit applications from women?
Should women in those colleges be provided special counseling services to counter the
pressures which cause many of them to leave science and engineering in mid-career?
Similar questions can be raised with reference to increasing the proportion of women

faculty. If nothing is done to place the onus of recruitment of women on each department,

O
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powerful departments might argue that they looked for qualified women but could find
none, and they will leave the less powerful departments to fulfill the whole of the

University's commitment,

Notes:
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CHAPTER III. MAJOR FINDINGS CF THE COMMISSION

FINDINGS REGARDING WOMEN STUDENTS

Women In The Student Body

As of Fall 1970, there were 4560 students at CMU, distributed among the seven
colleges, including both graduate and undergraduate students. Approximately one-fourth
of the total student body is female (22 percent of the undergraduates and 13 percent of the

graduate students). Table 8 reflects the distribution of men and women by college.

Table 8. Fall 1970 Enrollment

Percent Percent . Total

College WwWomen Men Enrollment
MMCC 28 2 119
H&SS 58 42 734
CFA 39 61 933
SUPA . 18 82 28
CIT-MIS 8 92 2444
GSIA S 2 98 302
Total Undergraduate 29 71 3184
Total E}raduate Student 13 87 1376
Total CMU Enrollment 25 75 4560

Margaret Morrison Carnegie College, an undergraduate college for women which will

be discontinued after 1973, has 98 percent women; Humanities and Social Sciences, the
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only cﬁher college in which women are a high proportion, has about three-fifths; Fine
Arts (FA), about two fifths; the School of Urban and Public Affairs (SUPA), about one-
fifth; Carnegie Institute of Technology (CIT) and the Me llon Institute cf Science (DIS),
iess than one~tenth; and the Graduate School of Industrial Administration (GSIA), only
one-fiftieth.

There has been a long term trend for the representation of women to decrease in
the overall student body. This trend is evidenced by the undergraduate degrees awarded
to women over six decades (See Table 9). In the early life of the Univ_ersity up to 1820,
30 percent of bachelors degrees went to women. The proportion rose to avout 40 percent
in the 1920's and 1930's. The decline which set in. during the 1940's has continued steadily.
In the 1950's and 1960's women received only one guarter of undergraduate degrees.

Table 9. Number of Degrees Awarded in Six Decades
and Percent Awarded to Women

Undergraduate Percent Master's Percent Doctor's Percent

Decade Degrees to Women Degrees to Women Degrees to Women
1912-1920 1189 30 10 40 - -
1921-1930 2944 40 121 7 1 -
1931-1940 4853 42 290 13 27 -
1941-1950 5536 32 758 22 124 1
1951-1960 60867 25 2484 19 424 2
1961-1970 6567 26 2634 10 864 1

At higher degree levels, there was early ﬂuctuat‘ion in Master's degrees, but again
the proportions awarded to women began to decline in the 1940's from 22 to ten percent.
Among the doctorates awarded, women never received more than two percent. The gen-
eral pattern of decline is most striking because it occurred simultaneously with the clear-

cut expansion in the total number of degrees awarded by the University.
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Carnegie—2Tellon Action FProgram

Elack women students participate in the Carnegie Mellon Action Project (CMAP).

Although the Commission held some preliminary discussions with CMAP administrators,

it is not qualified to assess the status and necds of women CMAP students. Rather, the
Commission recommends that the Office of Equal Opportunity should plan to study the
possibilily of sex discrimination in the CMAP program and black women cducators
should be invited to participate 1n such a study.

The Commission did note that women students in CMAP may experience special
problenis as a result of the widely held belief that black women have traditionally exceeded
black men in academic and professional achievement and that they consequently need less
assistance. As a result of this concept of the ""black matriarchy’, some of the programs
designed to assist black students may give preferential treatment to men students.

If thisinitial impression proves correct through more systematic OEO s‘;zdies, serious
thought must be given to whether the University wishes to permit a special program to

discriminate against women regardless of the sociological reazsons advanced as justification.

Some Women Students! Perception of Their Academic Environment

Several Commissioners met with g‘roups'of graduate and ﬁndergraduate students to
discuss classroom conditions, including thé attitudes of teachers and advisors toward
women students. They tried to identify any areas where the students believe discrimina-
tory policies or practices exist.

The women graduate students commented that they experienced little discriminatory
behavior bécause of their sex. They occasionally are subjected to derogatory remarks
from some faculty members reflecting a low opinion of women as graduate students. They
also. noted that unless a woman is very aggressive in g;roup activities, she tends to be

o~

ignored by both professors and male graduate students.
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Undergraduate women appear to helieve that there is diserimination at CMU of various
forms. Some commented that a number of Departments in Fine Arts have overt discrim-
inatory practices in admissions; e.g., women are discouraged from enrolling in the
technical and directing eopiions in the Depariment of Dramsa. H&SS and MMCC women feel

| that many people outside their Colleges view their curricula as intellectusally less demand-
ing'than the curricula offered in CIT and JMIS. The students beligve that this percepiion has
an adverse effect on performance. They cite instances where professors from CIT and MIS,
who teach science and math courses for H&SS and MMCC students, simplify the courses.
They thc "1 the students that the courses have been simplified for them, implying that
the students are incapable of handling a more stringent curriculum. One student reports
that although she came to CMU equipped to handle demanding : curses in science and math,

afler such experiences she began to iear these courses and io doubt her own ability to deal

successfully with them. .
Furthermore, women from MMCC and H&SS think that the vocational guidance they
rececive from advisors, deans and the Bureau of Placements is poor. As freshmen, MMCC

and H&SS students are told o take fundamentals of math I”a-t’ner than <;alcu1us, thereby
creating a cycle which makes them less equipped to deal with demanding science and math
courses. Since nearly all departments in H&SS are becoming more quantitatively orienied,
the creation of this cyvele in the freshman year makes the women ill-equipped to handle
courses within their majors as well as outside their departments. Some senior women

say that they have been discouraged by professors and advisors from applying to graduate
schools. They have even been told that they should get married instead. The women be-
lieve that the Bureau of Placements offers little assistance to graduating MMCC, II&SE and
; Q romeun, other than advising them to beconmie secretlaries.
~ERIC Fate
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These comments are anecdotal and nol representative of all students on the campus
since only a limited number of students were interviewed; but they do point up a funda-
mental issue which will reguire long term consideration. Women students perceive that
their value academically and professionally is often estimated by others on the basis of

_sex or academic field rather than ability or periormance. In a University setting, where
pl;esumably one goal would be to develop human potential,such *‘classification' even in a
few selected areas of activiiy,would seem self-defeating and undesirable. If the University

/is to prepare all of its students for the roles that our changing society will demand and re-
quire, it must address itself to the task of creating an academic environment wh.icﬁ will

bring both men and women to view the individual's (not the man's or woman's) potential

to perform in the modern world and to be receptive to new kinrs of seeial conventions

and institutions. The University needs to study the academic environment at CMU and its

effects on a continuing basis: it is essential to develop awareness in the faculty and

staff that stercotyped and preconceived ideas of appropriate roles for women and men

can be educationally detrimental.

- Specific University Operations

Admissions

General information on Carnegie-Mellon University's application procedures for

undergraduate study 1s contained in the undergraduate catalog; application procedures

for graduate study are described in the graduate study krochures.
The Departments in the College of Fine Arts require portfolios and auditions, ex-

c-ept the Department of Architecture which requires applicants to take the Architectural

Scholastic Aptitude Test or the pre-college summer course in Architecture.
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The process of determining which applicants will be offered admission was des~
cribed by the Director and Associate Direcior of Admissions in discussions with Commis-
sion menbers and in Public Hearing #2 on April 1, 1871. The Admissions Office supplied
data on the number of undergraduate applications received ‘by college and by sex, and
the number of applicants admitted for the past three yvears. The data for 1969 are

summaurized in Table 10.

Takle 10. Percent of Women Applicants and Transfers Admitted in 1869

Percent Fercent Percent
Total Women Women Weoraen
College Apwlicants Applicants Admitted Enrolled (1)
CIT & MIS 1552 10 10 10 7
H&SS 513 72 71 67 ,
CFA 14381 53 39 L 38 L
Transinrs:
CI’f & MIS 107 12 20 . -
. H&SS 76 55 72
CFA _ 218 5 39

(1) Includes both regular applicants and transfers.

For all colleges except Fine Arts, the Admissions Office has complete responsibility
for the admission process (receiving applications, evaluating the applicant's test scores
and academic record to predict performance at CMU, deciding upon individual admittan—
ces, notifying the applicants and receiving confirmation of acceptance from the student).
Women have beén admitted in proportion to the number of women applicants in CI'T,

which until this year included MIS. Thus in the engineering and science disciplines
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the Admissions Office process does not appear to diseriminate against women. However,
there was no way to judge whether women applicants might be better qualificd or might

perforrn better relative io men with the same qualifications. Records and information

reirieval were inadequate for analysis of possible differences between the sexes in

gualificaiions and performance. It would be desirable 1o compare the average scores

and predicted fzaciors of men and wonmen applicants.
TFor Carncgie Institute of Technology and Mellon Institute of Science oveir 70

percent of the applicants are offered admissicn. Thus the probability of being admitied

Ed

is high. The iask is to atiraci more women applicants.

Admissicns personncl are highly aware of the need to recruit more applicants
genecrally. They try to counteract the lack of public knowledge about the variety and
quality of programs coffered at Carnegic-Mellon University. Howevér, no particular
efforts have been made to recruit more women students. Admissions personnel believe
that they would be aided in their recruitmént efforts--especially with regard to women-—

\if the departments would provide better information about career opporiunities for their
-graduates. In the ficld of architecture, for example, there are several career options-—-
architectural history, law, library science--which young women might find more é.ppeal—
ing than that of the przcticing architect; and the architectural program at CMU allows
students the flexibility to develop individual academic programs which will lead to
different career possibilities. The récommendations in Chapter V rela’e to the need to
.encoﬁrage larger numbers of qualified women to apply for admittance and to admit more

T

women to programs where few women are now being trained.

O

LRIC . a4



In other colleges, more selection of women is possible, since a lower percentuge
.of applicants is offered admission; in Fine Arts, the rate is under 40 percent; in
Humanities and Social Studies, thec rate is 50 percent or hLigher.

In 1970-1271 an effort was made to increase the percentage of men in the Humanities
and Socizal Sciences College; this resulted in a larger percentage of men being admitted
than the percentage of male applicants. The decision to incn_*ease the percentage of
men in Humanities and Social Sciezw;ces even if that means admitiing less qualified
applicants is interesting in view of an apparent lack of effort to increase the percentage
of wwvomen in Carnegie Institute of Technology and Mellon Institute of Science.l_. Does the
University believe that it is essential to have male students to have a good program
tut it is not equally essential to have female students? -

In the College of Fine Arts, the Departments (except for Architecture) determine
who will be admitied on the basis of an evaluatlion of applicants’ talent by the faculi:_‘y
in the department. Yet data for the Cc_>11ege of Fine Arts shows that about 15 percent
.fewer women are admitted than apply. When data for 1870 was refined by department, the
consistent pattern of admitting proportionately fewer women to study held only in three
departments: Design 7 percent applicants and 42 percent admissions were womern)
Drama (63 percent applicants and 42 percent admissions) and Painting and Sculpture
(72 percent applicants and 53 percent admissions). Table 11 shows these patterns. Be-

cause of these discrepancies between applicants and admissions, the Commission

requested further information on admissions procedures and criteria from these depart-

““ments.
O ‘ . ds
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Table 11. Percentage of Women Applicants and Admissions 1970-1971
for College ©f ¥ine Aris

Percent Percent Percent

Total Women Women Women

Department Applicants Applicants Admitled . Enrolled
Architecture 233 14 18 15
Design 171 57 42 41
Drama 455 63 41 42
Music 148 57 59 68

Painting and

Sculpture 249 72 53 53
Total 1256 54 40 44

(%) The data for 1969-1970 were similar

Admissions for Selected Departments in College of Fine Arts

Drama

The educational policy in the Drama Deparitment is to have main stage productions
from all periods of play-writing. Until recent years, most playwrights wrote plays
that had more male roles than female roles. Historically, males enrolled in the acting
option have dropped out in greater numbers than females by the senior year when act-
ing majors z2ppear in main stage productions. In order to insure that by the senior year
there are roughly half female and half male students, the Drama Department admits
a higher proportion of men than women in the fresh.man year and through transfers. The

Depariment claims that even though this decision to discriminate against women is a




firm one, in 1971-1272, 25 women (50 percent tolal admissions) were olicred admission bhe-
cause the women applicants were exceptionally qualified. There is no need for more
men than women in any of the other options in the department. The Head of the

Department provided the data in Table 12 on women admitted to all options.

Table 12. Department of D rama Applications and Admissions 187¢-1971

Total Acting Dance Design Directing Production
Number of Applicants 455 335 29 34 33 24
Percent Female 63 63 79 53 42 12
Number of Auditions 383 281 23 34 24 21
Percent Female 61 67 84 53 37 9
Number Offered .

Admission 85 46 10 9 6 14
Percent Female 42 41 80 45 33 14
Number Registered 52 32 6 2 5 7
Percent Female 43 44 83 0 40 14

Tnus it appears that even in the other opiions there is an inclination to select men over

women.

Design

There are two options in design - -gravhic design and industrial desien. The Devartment
ment has tried to maintain a one—to-one ratio betiveen men and women in the graphic
design option. Attracting men to this‘option has not been difficult to achieve. It has

been difficuit to attract women to the industrial design option. Many students who make
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an initial application to Carnegie-Mellon University to study design have a different
concept of design than the concept in the Department. The Department Head believed
this to be truer of women than men since women tend to be interesied in fashion il-
lustration and interior design. There was also some concern expressed by the
Associate Department Head 'ébout the difficulty of placing women in a profession which
requires up to two years practical training with an organization to reach a satisfactory
performance level. ;l'he Department was unable to provide data on the number of ap-
plicants for each option or on the number of applicants not admitted due to their
interest in a program other than those cffered by the Department. It remains unclear
why Design admits proportionately fewer women than the percentage who apply to that
Department, independent of the option chosen. The University should keep records so
that over time it could determine whether or not the lower percentage of women ad-
mitted to study in the Department of Design is for reasons of ability and suitability

of the program to their needs rather than because of sex.
Painting and Sculpture

Past practice in the Department of Painting and Sculpture has been to have eight to
ten faculty members evaluate the work cof the student applicants: The professor who
discussed this process with Commission members said that it is difficult to place a
numerical value on these faculty judgments of the students® abilities or talents. In his
opinion the men applicants tend to be "stronger'™ than the women applicants; he thought
this might be due to the reluctance in our society for men to go into art so that those

who have decided to do so by college age have had to be fairly sure of their interest and
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ability. Fec also said that more menr drop out to *do their own thing" than women.

No records were available to confirm the higher abilities of the men, the higher at-
trition rates or to show that faculty are evaluating solely on criteria other than sex.
The admissions staff had indicated in the open hearings that Painting and Sculpture
was trying to achieve a ratio of one-toone between men and women. The Commission
can {ind no justification for this arbitrary proportion in either Painting and Sculpture
or the graphic design option of Design. - The University has made no effort to increase
the percentage of women in the colleges where there are very few women. Yet in
these departments where there is an average of 60 percent women applicants, the
University makes an effort to raise the percentage of men to over 50 percent. If at-
tracting talented persons is the aim, portfolios should be evaluated without additional

information concerning the applicant's sex, race, age, nationality or religion.
Admission to Graduate Study

Information on admission to graduate study was obtained from each department
with a graduate program. Women are consistently admitted in slightly higher propor-
tion than thz number who apply (cee Table 13). Two percent of the applicants to CIT
in 1971 were women and four percent of those admitted were women. In the College o-f
Fine Arts it was 25 and 30 percent respectively. But there is again the problem of few
women applicants. Each department said that no efforts had been made to recruit women
in the past. GSIA and SUPA have indicated pians to recruit more actively in the future.

It would seem appropriate for all colleges to recruit women more actively to raise the

percentage of women in graduate px:g:g’rlgms_at CMU.
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Table 13. Percent of Wemen Apnlicants and Admissions to Graduate Studv, 1870-1971

Percent Percent Percent Re- Percent
Acaderniic Total Number Women Womeoen ceiving I'inan- Women
Unit of Applicants  Applicants Admitted cial Aid Enrolled
CraA 196 25 30 27 31
CIT 709 2 4 3 2
GSIA 565 2 3 4 2
H&SS 274 33 48 ‘ 44 53
LIIS 546 13 17 7 11
Statistics 30 13 18 0 0
SUPA 84 17 19 19 18

(1) Data on women admitted to graduate study in 1852-1970 and 1971-1972 reflect similar

patterns.

Financial Aid

Discussions were held Letween Commission members and the Director of Financial
Aid in March and April of 1971 to obtain general information on the procedures for
applying for financial aid, the criteria for determining who will receive aid and how
much, the sources of financial aid and statistical data on financial aid awards during
1970-1971. An attempt was made to identify any differences in the process ana award
decisions which might tend to benefit women less than men, either directly because of
their sex or because of their choice of academic discipline. These initial findings were
discussed in Public Hearirg #3 on April 8, 1971, at which time students and other mem-—
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bers of the campus community were invited to ask questions or comment in public or
privale sessions.

Financial aid serves as an important inducement for students to enroll at CMU.

In general, the percent of applicants who enroll is directly related to the amount of aid
offered, according io the Director of Financial Aid. All applicants for financial aid
are redquired to have a Parent's Confidential Financia. Statement filed with the College
Scholarship Service (CSS). The CSS evaluates this statement and suggests an amount
representing the toial need of the student. Then the Financial Aid Office reviews the
CSS evzluation of the Parent's Confidential Statement and makes final determination of
the student's need hased on the information provided.

The scholarship/loan/work-study ratios of each award sare determined by the
Director of Financial Aid. Those students qualifying for large amounts of aid are
given the maximum loan, $1000. Beyond this, the ratios are determined by the scholar-
ship funds available and the number of applicants. The University makes scholarship
aid offers to freshman applicants totalling threce times the amount it is anticipated will
actually be spent; since about one-third of the offers are accepted, this works out about
right. The total award offered for a given department in a given year is not preset by

|
a budgeted amount but is based on the relative need of the applicants foxr admission to
that deparitment. However, the sum total for all departments must stay within the
total for the University.

The scholarship portion is usually higher for those applicants whose potential or
academic performance are rated higher. The admissions personnel rate all except

Fine Arts applicants on the results of College Board tests and high school records.

Fine Arts departments rate ihe talent of Fine Arts applicants. The student’s record
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in all colleges is used as a measure of achicvement after the freshman year.

The sources of financial aid are varied and provide enough flexibility so that the
Financial Aid Office can allocate all funds available to students who meet the criteria
of financial need and academic standing. Some private gifts carry requests that the
support go to a student in a particular department or college or to a man or woman;
these restricted gifts are awarded first and non-restricted funds are allocated to
support the remaining qualified students. In 1971-1972 sufficient support is available
so that all students who gualify on the basis of need will receive aid.

In private testimony to the Commission, guestions were raised about the fairngss
of a few individual decisions with specific references to women who were denied
financial aid. The particular cases brought into question were discussed with the
Director of Financial Aid who provided sufficient information to assure the Commission
that in these individual cases the decisions made were based on factors othcr than sex.
But since doubt exists in the minds of the students who complained to the Commission
and since some parts of the financial aid decision-malking process are highly subjective,
the Commission has made recommendations in Chapter V regarding better communication
of financial aid policies.

Data on the number of students receiving financial aid in 1970-1971 and the average
amounts of aid received indicate that differences between the percentages of men and
women receiving aid or in the average amounts of aid are not consistent from one
college to another (see Table 14). In CIT, 69 percent of undergraduate women re-
ceived support compared with 64 percent of men and the average support was $2, 035

for women and $1, 786 for men. For H&SS the percentages and average dollar amounts
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for undergraductes were similar for men and women. AMS had only two women under-
graduates and MMCC only two men receiving {inancial aid. At the graduate level, a
higher percentage of men received support in both CIT and H&SS at a higher average
value. For the College of Fine Arts, 48 percent of the undergraduate women received
aid compared with 58 percent of men; at the graduate level, 50 perccent of women
received aid compared with 61 percent of the men. Further, the average award per
student was consistently higher at both the graduate and undergraduate level for men
than for women in Fine Arts.

Table 14. Financial Aid to Undergraduate and Graduate Students

(1)
Academic Year 1970-1971

Percent Perc ént of Students Average Suppor¥S)
' Total (2) Women Receiving Aid Per Student
College Enrollment Enrolled Men Women Men WwWomen
Undergraduate
ANS 135 4 79 40 1407 2720
CIT 1570 11 64 69 1786 2085
CFA 817 39 58 48 1951 1673
H&SS 565 . 61 59 54 2101 2143
MMCC 97 98 100 44 3300 2145
Graduate
CIT 874 37 47 38 1702 2011
GSIA 167 1 72 100 2219 2700
CFA 116 34 61 50 2056 1674
H&SS 169 47 33 26 1771 1593
MMCC 22 100 - e - 423
SUPA 28 18 96 100 2025 2300
Total 4560 24 59 50 1829 1952

(1) From MIC Computer run, 1 April 1971
(2) Fall Semester 1970 )
(3) Includes all support received by students paid through the University, rot just

support allocated by the University.




In order to determine whether or not these variations reflect constant differcnces
rather than one particular year, the Commission requested that data be provided for
the previous two years, but the data was not available. In those situations in which a
lower percentage of women recei ved less support on the average, further information
was needed. The Commission studied the undergraduate financial aid process for each
department in Fine Arts and requested information on each graduate program.

The Assistant to the Head of the Department of Architecture and Admissions
Office personnel review college board scores, Architectural Scholastic Aptitude Test
scores and performance during a 6—week summer session course in the Department
offered to high school students between their junior and senior years. They estimate
each applicant's potential and decide who will be offered admission. There are no
portiolio requirements. -The Financial Aid Director then works with the Assistant to
the Department Head to determine ratios between scholarship/loan/work-study.

The Department of Design requires a portfolio interview for freshman applicants.
The applicants are interviewed and their potential ranked by the Head and an Associate
Professdr of D,e_gign. The Director of Financial Aid and the Department Head determine
the scholarship/loan/work-study ratio based on the departmental ranking.

In the Drama Department, the proportions of scholarship/loan/work-study are
determined by the Director of Financial Aid and the Head of the Department jointly.
Although the applicants are ranked according to the Department's estimate of their
ability, an attempt is made to apportion the funds available to support Drama students
according to need. Ouly rarely is the decision influenced ty the Department’'s belief
that particular students have higher potential than other students.

The faculty in the Music Department decide on the basis of talent exhibited whether
or not an applicant should be offen;ed aid. Thus the Department may decide to admit
‘an applicant with no offer of financial aid even if the applicant qualified for aid. The

Dircctor of FFinancial Aid then determines, for those applicants the Department

Q ) 54:

50




authorizces for aid and who also qualify for aid on the basis of need, what the scholarship/
loan/worl-study ratio will be.

The Painiling and Sculpture Department ranks the relative potential of the students
based on faculty evaluations of portfolios. The Dircctor of Financial Aid then deter-
mines the scholarhip/loan/work-study ratio based on departmental ranking.

Data for Table 15 were gathered to identify what components of the financial .
aid package causcd the lesser amount of award to women in Finc Arts and to identify
which Dcpartments provided support to a lower percentage of women than men in this
College. Thesedata arec limited in that only the scholarship portion awarded by CMU is
icentified; the information on the total average financial aid for men and women by
department was not made available to the Commission. Nor was information provided
for more than one year. Recognizing these limitations, the Commission can only
identify possible problem areas and suggest questions which need to be answered over
the next few yecars.

One disturbing item is the percent of women receiving aid; both comparad to total
number of women enrolled and compared to number of women applying for aid the
number of women receiving aid is eight to nineteen percent lower than the comparable
percentages {or men in three Fine Arts Departments—-Architecture, Design and Painting
and Sculpture. The percentage of women applying for aid is lowerin two of these same
Departments--Design and Painting and Sculpture--and also in Drama. Is the female
population of these departments more affluent than the male? Are women discouraged
from applying for aid? Is a lower proportion of women applicants offered aid only he-
cause a lower proportion qualify for aid on the basis of firancial need? Such questions

cannot be answered until the University adopts the practice of keeping better records for

analysis.
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Table 15, Applicants for Finanrncial Aid in
College of TFine Arts Departments 1970~1971

Painting &

Architeciure Design Drama Music Sculpture
W M %% M w M w M W N
Number Enrolled 18 155 57 89 79 144 91 20 118 92
Percent Applying for Aid 61 57 33 51 33 42 58 51 33 38
Percent of Total Enrolled
Receiving Scholarshic 33 39 23 43 24 31 37 32 25 33
Percent of Applicants ]
Receiving Scholarship 55 €9 68 27 73 72 64 65 76 86
Average Dollar Needs
of Applicants 2091 1854 1669 1732 2634 2036 2121 177S 2133 2053
Average Scholarship
Offered 1033 1066 911 1024 1611 1171 1179 1026 1228 1146
Percent of Need Nlet
by Scholarship 49 54 55 59 61 58 55 58 58 56

Data provided by Director of Financial Aid.

Financial Aid for Graduate Students
Information on graduate study—--number of applicants, financial aid, and enrollment—-—
was obtained from each department. The percentages of women receiving financial aid
are consistent with the percentage enrolled and, with very iew exceptions, with the
percentage applying for admission (see Table 13). The problems at the graduate level

appear to be in the admissions area and hence are not discussed here.

Housing

Information on the cost of housing was obtained from the Director of Housing.
Information on parietal hours, curfews and staff responsibilities in the dormitories was
obtained frcm the Dean of Men, the Dean of Women and the Dean of Student Affairs. Pre-
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liminary findings were discussed in Public Hearing #3, held April 8, 1971. Problems
in the housing area involve diffcrences for men and women in costs, parietal rules,

physical facilities, counseling and communication links.

Resident, Securily and Counseling Statf

Beginning in 1968, women dorm ccunselors in Morewood were not paid and served
on a voluntaiy bhasis, while men dorm counsclors were paid. When questioncd on this,
the Dean of Women explained:

The Commission necds to know that wwomen counselors were paid;

in 1968, AWS learned it cost 317, 007 to maintain a counselor on each
floor and decided against it. It was decided to do without counselors
but later AWS felt they needed the communication counselors ofiered.
AWS {elt it essential for its purposes of commmunication to have one
on every floor. At one time there werce none on the sorority floors
but this too was changed to permit the free flow of information.

This was explained and volunteers were requested. Ninetly-seven
responded for 26 spaces. Evzluztion concluded that volunteers did
just as good a job as the paid ones. When applications went out
again this year, again many more applied than could be appointed.

Beginning in Fall 1971, counselors for women residents will be paid the same rate
as counselors for men residents. The Commission is encouraged by the recent
administrative decision to pay women counszlors—-this apparentiv was not under con-
sideration in the Spring of 1971. There will be 26 counselors for about 600 women and
25 counselors for about 1000 men residents. In addition, the women residents of More-
wood have four full-time staff resident assistants (including one head resident assistant)
and five part-time assistants (women during the day and men at night) compared to only
one resident assistant for men residents. These additional nine staff people and 11
extra counselors are a large portion of higher costs for women residents.

There are no curfews for either men or women residents. Morewood is locked at
12:00 midnight Sunday through Thursday and 1:00 a. m. Friday and Saturday to prevent
non-residents from entering.

If women residents need additional security measures, a more appropriate and
eccnomical arrangement might be possible. For example, one security guard could be
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on duiy siter the hujlding is lTocked vntil it is reepencd-—or 2 telophone for connuunicn-

tlon between RMorewood entrance and the securiiy office could be installed so that during

the Icast husy hours a guard could go to the huilding and unlocik the door for a resident
to enter. It is clear that less expensive alternatives have not been fully explor~d.

The policy on parietals is the same for mien and women residents, i.e., visitation

cf the opposite sex in a resident's room is permitted irom 10 a.m. to 12 midnight
Sunday through Thursday and from 10:00 a.m. to 1:30 a. m. Friday and Szturday

Women residents in 1870-1971 elected 1o decrease the hours for Friday and Saturday

onc haif hour, i.ec., from 10:00 a.1m. to 1:00 2. m.

In the Public Hearing seme residents of Morewood Gardens expressed the feeling
that parietal rules are not enforced equally for men and women students and that there
is a doubie standard operatiing in the practice oi dorm policies. Studenis are responsible
for enforcing the rules, thus only studenis can bring complaints of violations to the
Men's Dormitory Council or Women's Dormiitory Council; members on h>th Councils are
ecleclied students. During 1970-13871, ninc viclations were heard by hen's Dormitory

[ER @

Council and 15 by Womaen's Dormitory Council.

Physical Facilities
Most dormitory arcas fcr women and men house two stwdents in a room, unlike a
suite arrangement which would permit greater privacy for individual residents. The
Deans suggested that women's greater interest in privacy might account for more women
than men regisicring complaints.
If the necessity for five maintenance engincers is unusual for a building the size of
Morewood, then the residents should not have to bear the cost. Normal costs for heat-

ng Morewood should bhe estimated and excessive costs should be rcecovered in some way

other than charginz women more than men.
in an ideal setling, both men and women students should have the option of the kind and
Recognizing that such fiexibility

quality of housing they are willing and able to pay for.

v -
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is noi posziblic withoat unlimited capital, the Commission still cannot aceept hizher cosis

for wormoen resicenis tor physical arrangements bevond their contrel and without a com-

mensurate ditference in guality.

Costs

Table 16 indicates that female students are paving substantially more for Universiny
owned housing than male students. In Morewood Gardens, where most lemale studenis
live, expenses are higher than those in the undergraduate ITill dorms whiere most
residents are men: the cosl per student in Morewood Gardens averages $120 more per
year than in the Hill area. Higher costs are atiributed to the resident staff, night
sccurity guard and a heating system which neccssitates salaries for five additional
maintenance engincers. It appears that the womcen students ave not fully apprised of
these costs, and it is not known if the services provided by resident staff and security

perscennel are services which tiie women would chocse to pay for.

Table 16. Dormitory Expenditures and Income,1870-1973

Under-
Expenditure/ Mozrewood Graduate
Income Items Woodlawn(®) Mudg‘e(Z) Hill Dorms (=)
Expenditures
Salaries and Benefits 262 207 13
Repair and Maintenance 113 57 2
Utilities and Fuel GO 3 35
Amortization and Replacement 251 202 182
Other 80 100 g
Total 766 619 516
Income
Semester Income(®) 629 578 475
Cther 54 G6 8

Total 683 G44 483

(1) Undecrgraduate residents only {includes 495 women and 217 men).
(2) Includces 80 women and no men.

(3)y Includes 21 womoen and 728 men.

(4) Average fee per student.
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Communications
Prior to the writing of the preliminary report the subcommitice investigating the

housing airea heard frum students and felt from their own experience that many quecs—

®
Q
bty
-
0
¢

tions (or complaints) were referred from administrative office to adminisirativ

without satisfactory definitive responsc. However, the letier from the Deans to the
Commission states that the ""Dean of Student Affairs has ultimatic responsibility” for
"parietal hours and curfews, the student counseclor program, staif responsikbilities in

the dormitories, housing assignmment:, security and the women's assembly. " It staies
further that '"the doors are onen for 21l students to present any probicms or recomunenda-

tions threough the men's and women's dormitory councils to the Dean of Student Aliaires.”

Although the administration may believe that the siudents have adeguate avenues of

communication, if the students find existing channels inadeguate, new channels will neec

.

to be developed.

Counsecling and Studyv Skilis

At the beginning of 1870-1971, the Counseling Ccnter (CC) and tlie Study Skills Center

{SSC) functioned as separate administrative units, ihe former reporting to the Dean of
Student Affairs and the latter to a committee composed of the Dean of Student Afizir

the Vice President for Academic Affairs and the Vice President for Administration and
Planning. At the end of 1970-1971, the two Centers were combined under the Counseling
Center Director, and the position of Director of Study Skills Center was eliminated. The
Dean of Student Affairs defended this decision during public discussion in Faculty Senate
councils and in Situdent Senate as due to budget considerations and not to negative evalua-
tion of the SSC or its Direcctor. However, since the SSC Director was 2 woman and the
Counseling Cenier Director is a man, the decision resulted in the elimination of one of
the few directorships held by a woman at CMU.: Since the Study Skills Center Director
ultimately left CAIU afier her administrative position was eliminated, the Counseling

Couter lost her services as a counselor. In its Freliminary Heport, the Commiission
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recominended that the pesition vacaied by a woman in the Counseling Center be reiiiled

be a woman. As a result of this recommendation contraci negotiations with a male
candidate were terminated and two part time women counselors (approximately one fuil

time equivalent) have been appointed instead. Thus the number of fi1il time cguivalent

maie and female counselors in the SSC and CC will he the same in 1971 as it was in 1870,

i.e., a total of 1.5 womnen and 2.0 men. The Commission belicves it immportant that this

ratio continue because of the number of women students who use the services.

As Table 17 shows, in 1970-1271 women used the Counseling Center in far greater
proporiion than their numbers in the student body. Thirty-nine percent used the CC
compared with 25 percent of women at CMU. Overall, 35 percent of the users of bhoth
Centers were women.

Tahle 17: Students Secn at Counseling and
Study Siills Centers in 1970-1571

Percene

Women Llen ® Total Wornen
Counseling ) 167 263 430 39
Study Skills 21 92 - 113 19
188 355 543 35

Total

In the Commission's second Public Hearing, the Counseling Center Director was
asked to comment on recent research (summarized in mie Proceedings of the Hearing)
in which counsclors were found {o have negative sterectypes of women. The counseling
Center Director said that, to the best ¢f his knowledge, his staff harbored no bias

against women. Ie also said that he had personallv made every effort to retain his
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oxpericenced woman counzelor in the face of budget
The CC does not have any special programs for women students. The SSC did offcr
group counseling to first year women in CIT-AIIS during 1970-1971, prepared a brief
report comparing male and female clients and began a study of the academic maturation
of women students.
In discussions with the Burcau of Placements staff and with the Alumnae Task TForce

of WCRM, hoth groups expressed their desire to work more closely with the Counseling

Center and the Study Skiils Center to develop carecer seminars for women situdents and
alumnae, he Direcior of CMAP alsc said that his stelf hopes to work with 2 member

of the CC staff as CMAP increases its counseling resources to include women.

Sex Counseling

Although the CMU Health Center does nct keep records of persons referred to a
gynecologist, some evidence of need comes from the records - 5t by Planned Parent-
heod. From September to December 1970, 23 fecmale CMU students us=d these service
These represent the highest percentages of female studenis vsing Plamned Parenithood
services for any university in the Piltsburgh ares.

During these same months the Pittsburgh Free Clinic found that 70-80 percent of iis
caseload was for gynecological services. Although there are no data as to how many of
these were CMU students, it may be safely assumed that because of its proximity to
CMU the Free Clinic was utilized by some CMU students.

At a meeting of Planned Parenthood on January 12, 1971, Dr. Hinchliffe, Dircctor
of University of Pittsburgh Health Services. reported that Pitt had recently established
a gynecological service for students. The service has a two to three weelk waiting list.
About 55 percent of the students using the gynecological service do so for birth control.

The American College Health Association has recently suggested that unwanled

pregnancies represent a significant health problem on many campuses and that many
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college health services have Leen neglizent in meeling the need for contraceptive
services. 1) Rcierral to other agencies evades the question and lecads to a duplication
of work, and possibly inadequate records of the students® health background.

Penn State has recently instituted a gynecological service for students through the
University Health Service. Of the females who use the health service 50 percent use the
gvnecological scrvice. About 25 percent do so for birth control information. At Penn
State there is no fee charged for the services. Three of the thirteen M.D.'s on the
health service staif work with birth control services.

From these data it seems evident that CAIU is behind the times in failing to serve
its students by providing a gynecological and birth control service.

In addition to its concern that CMU provides no gynecological services or birth con-
trol information to women students, the Commission also noted that no programs exist
that are designed to provide opportunities to koth women and men students to discuss
their qucstions and concerns about sexual behavior with individuals who are both pro-
fessionally qualified and attitudinally non- judgmental. For example, the Health Center
might work with the Counseling Center to develop joint counseling programs for student

groups using as co-counseiors a gyvnecologist and a psychologist.

Student Activitics

In view of the importance of leadership qualities in attaining caresr goals, the
Commission was interested in gathering information on the number of women students
in such positions. Fecr 1970-1971 the Commission found that of 41 active co—educational
student organizations in addition to Student Government, only four werc headed by women;

within Student Government, four of six Commaittees had women as heads.

(1)April 1970 resolution read Ly Mrs. Stoner to the Planned Parenthood Mceting of
College Representatives, Mrs. Stoner was quoting a report adopted by the ACHA
at meeting April 17, 1970 in Boston, Nassachusetts.
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hese results show that while women apparently do assumece leadership roles in
student Government, they rarvely do so in other co-cducational groups. It is unclear
from Commission data whether women avoid competing for leadership positions, or
whether they do compete, but are unsuccess{ul. In either case, the data are consistent
with the general social patterns in which women assume subordinate positions and men
occupy positions of leadership.

In one of the Commission's Public Jlearings, the concept of role models waspresented
to the Dean of Student Affairs. IIe indicated that his Division cmploys many professicnal
women who can serve as role models for women students. However, since thc majority
of these women are in traditionzlly female fields (e.g., food services, residence care,
women's physical education, hezlth services, ete.), they do not provide models that will

widen the horizons of our undergraduate women.

Placement

In March of 1971, Commission members interviewed the Director of FPlacement on
the subject of placement policies and procedures. Placemen: {unctions include the
offering of counsel and advice to students and alumni about their career geals and about
the characteristics of various career fields; identification and selection of prospective
employers; job hunting strategy and techniques; the coordination of on-campus recruiting
by emplovers; the collection, preparation and issuance of credential files to potential
employers; and the direct referral of candidates to specific positions available.

The Bureau of Placements provided the Commission with & summary of placements
for the class of 1969-197C, an analysis of Pureau usage by men and women students in
the current senior class and a comparison of salary offers made to CMU womern and men.
This information was presented in Public Hearing #2, April 1, 1971. Placement provided
information for 1969 and 1970 on the number of graduates, the number who reported that
they were employed (by business and industry, government or academic organizations)

o%e
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the number centinving their education {he number whoe énteved military
oD ? 1

service and the number who had not filed a recerd with the Burcau. This informaticn was

presented in tables with hreakdovwns hy college and degree; the detailed tables are available
in Commission files. The Bureau of Pl-.cementd massive task is evident in the number of
graduates it can potentially service~-CNMU had a total of 1093 graduates at all degree levels

and from all colleges in 1270,

Tabkle 18: Placement Summary for ‘¥omen Iachelor Degree Graduates
in 1270 fo1 Threc Colieges

Total Numher Peorcent Woren Total Number Percent “Women
of Graduates Graduaies of lacements Placements
CIT(l) 340 11 125 8
CFA 177 46 63 43
H&SS 129 69 43 70

(1)
Includes Induscrial L.administration majors
During 1970, the Bureau of Placements succeeded in placing women from the co-educational

colleges almost in proportion to their numbers among the graduates. Table 18 shows that

70 percent of the H&SS placements were women while women were 69 percent of the graduates.

But for CIT and CTA, slightly lower percentages of the job placements are for women com-

pared with the proportion of women among graduates. CIT had 11 percent women in its

graduating class, but women received only =ight percent of all job placements. CFA had

406 percent women graduates with women receiving 41 percent of the job placements.

In its efforts to attract and inforra employers about available job candidates, the Bureau

is sometimes asked {for specific attributes in prospective employees. The Bureau of Piace-

ments has made a practice of refusing requests for applicants if the employer implies restric-

tion by race, sex or ancestral background. The Bureau will continue this practice.
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The Burcau of Placements tricd 2 now program this past year to inform cemployers
of the talent available in the current graduating class. Information on participating scninrs--—
job objectives, da.e of availability, ficld of intcrest, cte. -=-was cormspiled and printed in a
bhooklet entitled "Proliles of Candidates for Employment from CMU". The book was
organized by department and pertinent sections were sent to 590-600 employers some of
whom had not becn on this campus before. The Bureau's staffl is hopeful that this "Profiles
of Candidates for Employment from CMU'" will he particularly helpful to women by informing

cmploycis about CMU's women graduates.

Table 19. Seunior Women's Uce of Turcaun of Placement for Four Colleges

Percent Total Percent
Total 9y Women Placement Women
Seniors Seniers Users(?) Users
CiT 247 2 196 2
MIS A 112 29 59 36
CFA 129 35 31 52
H&SS 95 66 41 13

(")

Represents total male and female students reported as seniors in each college.
(2) . ,
Represents number of male and female students using the Placements services through
the establishment of credential files and interview with employers on campus.
Statistical information from the Bureau shows that women use the services
in somewhat greater proportions than men, yet are less successful in being placed in jobs
through the service. Table 19 shows that in MIS, CFA and H&SS senior women users com-—
prise higher percentages than their actual representation in the senior class. In CIT,
however, the percentage of women users equals their proportion of the class. It is pessible
that wemen's greater usc of the placement service results from poor career counseling prior

to their senior year. Perhaps they lack knowledge of requirements to take advantage of some
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carcer opporiunitics.  In addition, the Tirector of the furcae suy entod it wontoen

“

arc interested in carcer areas for which emplovers do little, if any, on—campus recruiting.

It is clear that gspecial prozrains need Lo be developed o 2id women students seeking em-

ployment opportunities.
At the reguest of alumnae, guestions on services to women graduates were also raised.
Althiough the Job Acdvisory Service located at Chatham College (sponsored hy the Women's

Aluminae Club Council)y is able 1o counscel women wishing to reenter the vwork force after

seli-chosen "retirement'’ for child-rearing responrsibiiitics or other reasons, they arve

not able to adequately place women in carecer positions. There is 2 small publication on

alumnae similar to the new "Proliles on Candidates for Empleyment'” which is sent out 1o

about 200 employvers. Alumnac have testified, however, that the Bureau of Placements has

not provided assistance to them in their efforts {o obtain johs. The Rurcau has in the past

"low-keyed" their alumnae pilacement efforts. Althouzh the Corimission recognizes the

need for currently gracduating students to receive {irst priority in the sexrvices of Placement,

Incrcasing numners of

the rcequest for services to past graduates seems a legicimate one.

women are secking employment in their middle yvears and it is suggested that the Bureau

re-evaluate its current practice of "low-key" effort to mceet increased alumnae demand.

=
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TINDINGS REGARDING WOMEN EMPLOYEES

This section presents the work situations of the two zeneral categories of emplovees:
the facultyv, who form about one guarier of the University's labor force, and the stafi,
including adminisirative levels as well as all other whiie collar and blue collar workers.

A rather detailed study of work-related matters {or the faculty was made possible by

Dr. Edward R. Schaiz, Vice President for Academic Affairs, who provided a sizeable
part of the data to be reported. We appreciate his willing and speedy response to the
Cominission's requests for these data. In addition, we acknowledge the assistance provided
by Ms. Frances Gibson and Mr. Alired Gibbbens. The section on faculty begins with the
distribution of women in the various ranks, departments and colleges, and then reports on
their representation in University committees. We go on to detail their contract status
for the next two years, the percentages of women in tenured positions and the extent to
which women rececive supnorted leaves-of-absence. Next we indicate salary differentials
between women and men within ranks and colleges, as well as f'ringe benefiis. We review
issueg raised by faculty women in closed hearings. Finally we compare wornen and men
in terms of marital status and number of children in order to reveal the {amilial aspects
which can influence women's work patterns.

Data on staff and administrative emplovees were provided through the efforts of many:
Mr. Richard D. Strathmeyver, Vice President for Business Affairs; Mr. William E. Nelson,
Director of the Department of Personnel Services and Mr. Raymond Colgan of Personnel;
Mr. Bruce Byers and Mr. Dennis Hill of AMIC; Dr. Raymond FParshall and Ms. Edythe
Havekotte of the President's office; Mr. George Luster, Treasurer, Mr. Harold Larsen,
Controller, and Mr. Robert Boldin, Assistant to the Treasurer. In addition, other persons
expedited the data collection process: Ns. Marion Harper and Ms. Becky Dye. We appre-
ciate the willing work and assistance contributed by all those mentioned here as well as the
work of other Universityv emplcyees who may have participated indirectly in the collection

process.
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In the sccuion on staff and administrative employees, we show their location in various
job caiczories ranging from executives to unskilled workers. Following this, we report
on the pattern of iob terminations for women and men. Then salaries are compared for
women and men within detailed job categeries, and the grade structure pertaining ic salarics
of non-exempt employees is presenied. Average total {ringe beneflits within cach job
catcgory are contrasted for women and men, but specific dollar values of six different
fringe benefits for all University employees are also indicated to clarify the differentials.
Finally we describe the Commission's public hearings on employvees.

In addition to the public hearings, the Commission received private testimony expressing
grievances of individual women emplovees. Since the Conmmission was an investigatory
body, it could not adjudicate such cases. Whenever possible, complainants were referred
to University oflicials and commitiees for assistance. These individual grievances reflect-
ing sex-related discrimination, strengthened the Commission's concern that CMU establish
an Office of Equal Opportunity to which complainants may bring cases of sex discrimination
{for objective evaluation.

This section describes in detail the various wayvs in which inequities based on gender
operate. It highlights the fact that the slogans--equal opportunity, and equal pay for equal
work——are mvths., Foth in the material and honorific reward structure, men are
consistently favored ox;el‘ Women.

A few explanatory words must be added here before the reader proceeds. Tor both
faculty and staff, the average salaries are based on varying numbers of individuals. In
some cases, the number of persons is small--perhaps three or four make up a category.
Statistically sophisticated readers might argue that an average based on so few cases is
invalid. Indeed we heartily concur with the statistical limitations of such data. For this
reason, the number of cases is given in salary and {ringe benefit tables. The small num-
bers in some categories dramatize the scant presence of women. Readers are reminded
that despite the small numbers, the patterns are consistent and clear--the salary differen-
tials almost always favor men. The average salary differences both for faculty and staff
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reveal not only that the discrepancices are real but thew are often ve se !

Facultv Emplovees

Distribution of Women in the Facultv

The best estimate available for 1970-1971 is that there are 569 {aculty members in
all ranks (See Table 20). Of these 468 work full-time and 101 part-time. While women
comprise 12 percent of the faculty, they are heavily represented among the part time
faculty—--women are close to one quarter of thi‘s category. Only 10 percent of full time
faculty are women. The minute representation of women in the top three ranks may he
seen in Table 21. Women make up 11 percent of assistant and associate prciessors, but
they are less than three percent of full professors. At the top, there are a scant four
female full professors. he lovwest rank has the highest representation of women--26
percent of instructors. Thus a clearcut finding emergss: the igher the rank, the fewer

the women.

- e T . Cus = 7 ian (1
Table 20, Number and Percent of Full time and Part time Faculty Women and Men( )

Women - Men
Number Percent Number Percent
Full time 46 10 422 a0 468
Part time 24 24 77 76 101
Total 70 12 499 88 569
(1)
Based on 1970-1971.
) ,
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Table 21. Number and Pcrcent of Full time TFaculty Women and Men
Within Ranks {or the Entire University

Women Men
Rank Numher PPercent Number Percent Total
Professor 4 3 ‘ 140 97 144
Associate 15 11 119 89 134
Assistant 17 11 135 89 152
Instructor 10 26 28 74 38
Total 46 10 - 422 90 468

Apart from the all female MMCC faculty, the Humanities and Social Sciences College
has the highest proportion of women faculty on the campus: 18 percent. The worhen are
concentrated largely in Modern Languages (38 percent) and English (20 percent), while
History has only 11 percent. The College of Fine Arts ranks second with 13 percent. In
Drama and Music, slightly over one quarter of their faculties are female, but Painting
and Sculpture has only nine percent. The School of Urban and Public Affairs and the Grad-
uate School of Industrial Administration (including the Psychology and Statistics Depart-
ments)each have seven percent, while Mellon Institute of Science has two percent (totallv
accounted for by Biological Sciences) and Carnegie Institute of Technologv has none.
Fourteen academic departments in the University employ no women facuity members at
all--these are listed in Table 22.

This situation is appalling when one considers that, nationally, many of the disciplines
involved have produced women doctorates from which faculty could be recruited. To
illustrate this point, the Commission presents statistics on degrees conferred to women
both by CMU and nationzlly for 1967-1968. Table 23 shows, for example, that six percent
of 1968 doctorates in mathematics were awarded {» women. Even more striking is the fact
that in 1968, CMU awarded 11 percent of its mathematics doctorates to women. Yet, the
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Table 22.

Number and Percent of Women Faculty Within
Departments and Ranks for All Coileges (1)

Rank Total Taculty Percent
Department rrofessor Associate Assistant Instructor in Department Temule
CTA: Architecture 0 0 0 0 21 0
Design 0 0 0 0 10 0
Drama 1 0 3 1 24 26
Music 1 4 0 1 23 27
Painting & Sculpture 0 1 1 0 21 9
CIT: Riotechnology 0 0 0 0 2 0
Chemical Eng. 0 0 0 0 10 0
Civil Eng. 0 0 0 0 11 0
Electrical Eng. 0 0 0 0 26 0
Mechanical Eng. 0 0 0 0 28 0
Metallurgy 0 0 0 0 17 0
GSIA: ADNIS 0 0 0 0 20 0
Economics 0 0 1 0 i3 8
Psychology 0 0 4 £ 29 14
Statistics c 0 0 0 8 0
H&SS English 1 3 1 1 30 20
History 0 1 2 0 27 11
Modern Languages 0 1 1 1 8 38
MIS: Biological Scicuces 0 1 0 1 6 33
Chemistry 0 0 0 0 30 0
Computer Science 0 0 0 0 10 0
Mathematics 0 0 0 0 30 0
Physics 0 0 0 0 36 0
MMCC: RBusiness & Resource
Management 1 4 3 5 13 100
SUPA: 0 0 1 0 15 7

(1) Based on 1970-1971 figures for fulltime faculty,




Table 23.

Percent of Earned Degrees Conferred to Women

Nationally and at CMU In 1967-1968 (1)

Dachelor Master's Doctorate

National CMNU National CJMU National CMIU
CI'A
Architecture 4.3 6.1 5.0 0.0 0.0 G.0
Music 56.4 52.9 43.7 22.2 14.6 ———
Speech and Dramatic Arts 56.4 52.9 50.2 10.0 18.6 0.0
Fine and Applicd Arts, 52.0 45.3 37.0 40.0 34.0 -——

Other
CIT-MIS
Biology 31.8 40.0 28.8 - 22.9 -
Computer Science 12.9 - 5.4 - 0.0 0.0
Chemistiry 18.1 32.0 20.5 25.0 8.1 33.0
Chemical Engineering G.9 4.9 1.2 0.0 0.8 0.0
Civil Engineering 0.5 7.7 0.7 0.0 0.0 0.0
Electrical Engineering 0.4 1.1 0.5 0.0 0.0 0.0
Mathematics 37.5 28.6 24.8 14.3 6.1 11.1
Mechanical Engineering c.4 ¢.0 0.3 0.0 0.3 0.0
Metallurgy and Material 1.6 6.3 0.5 0.0 1.0 0.0
Science
Physics 5.9 8.0 4.6 0.0 2.1 5.6
Statistics 17.6 -—— 15.9 0.0 1.6 —--
Engineering, all other 3.2 0.6 0.7 — 0.0 -
fields

H&SS
Englishh and Literature 67.3 100.0 56.6 76.9 26.6 ———
History 35.3 82.3 28.0 20.0 13.1 -
Psychology 42.2 61.9 29.9 0.0 22.0 0.0
Modern Languages —_—— ——- 55.5 —-— 31.0 -
GSIA
Business and Commerce 5.6 4.8 2.2 4.5 3.0 0.0
Economics 10.7 66.7 10.3 0.0 5.8 0.0

(ffice of Education.

b l{fC) From:

A ruiToxt provided by ER
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CAMU Department of Aathematics has ne woman on its faculty. CMU's Chemistry faculty
contains no women, vet that Department gave one third of its doctorates in 1967-14968 to
women and nationally, eight percent of chemistry doctorates went to women. Since CJMU
seems to educate more women in the sciences and engineering than the national average,
it is astounding that so few women people the JMIS faculty and in the CIT there are none at
all. In the same year, 22 percent of psychology Ph.D's went to women, but CMU's

Psychology Department gave no doctoraies to women; only 14 percent of its present

faculty is femalc.

Representation of Women on University Committecs

At Carnegie-nlellon University, as at many other universities, important decisions
affecting the professional and personal lives of faculty and non-faculty emplovees are made
through commitieces which function as working bodies for the Fay_culty Senate, the Colleges
and Departments. At the request of the Commission chairperson, a survey of the represen-
tation of women on varicus CMU committees was prepared by Ms. Carol Kaufman. The
full Keufman report is available from Commission files; a summary of major findings is
presented below, organized into the following five sections: (1) Faculty Senate 2~ommittees;
(2) tenure and promotions committees; (3) college Councils; (4) college and University

committees, academic and administrative; (5) Board of Trustees.

Faculty Senate Committees
All full-time facult; members above the rank of first year instructor are members of
the Faculty organization and as such are eligible to be appointed or elected to the Faculty Senate
committees as well as the Sen?.te's standing and ad hoc councils. The actual representation
of women is given in Table 24. The percentage of women senators is sligiitly higher than
the percentage of full time women faculty, a finding which indicates that women have and

take advantage of opportunities to participate in the Faculty Senate.
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Table 24. Faculty Commitices

IFacultv Senate (Elected, Appointed, Ex Officio)

1970-1971 1971-1972
Eleccted by department 3 women 6 women
Appointed by the President 1 woman 1 woman
Ex Officio 2 women 2 women
5 women tota 9 women total
Total number of members--1970-1971 - 45
Number of women~—-—---—~~-— 1970-1971 - £
Percentage women of total--1970-1971 - 11%
Total number of members--1971-1972 - 62
Number of women---~-~-=-1971-1972 -~ 9
Percentage women of total-1971-1972 -~ 147

FFaculty Senate Councils (Elected, Appointed, Ex Officio)

1970-1971 1971-1972
Educational Policy 3 women (14 total) 3 women (14 total)
Faculty Affairs Council 1 woman (10) 2 women (12)
Research Policy Council 0 women (13) 2 women (1)
Planning Council 1 woman (13) 2 women (12)
Executive Commliitee 1 woman (9) 1 woman (9)
Percent Women in Councils 10 percent 16 percent

In addition tb the Senate Councils itemized in Table 24, there are another eight com-
mittees of the Senate_( 1 Vomen have served on six of the eight; the two exceptions are
the Budget Committee and the Committee to develop procedures for faculty review. The lat-
ter committee was ad hoc and aciivity ended May 1971. Since these two committees were

(and in the case of the Budget Committee will continue to be) involved in matters of impor-

tance to all faculty, the lack of women on them is of prime importance to all faculty.

Tenure and Promotion Committees
Very few women faculty sit on University or College tenure and promotion committees,
partly because many of the colleges and departments require that only tenured professors

sit on these committees.

(1) Election Committece, Nominating Committee, Social and Welfare Coinmittee,
~>mmittee on C-MAP, Budget Committee, Commitiec for Faculty Review.
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In CFA, during 1670-1971, there were no female faeulty moembers on the Nomination
Committee for the Department of Design (since there are no female faculty in the Devart-
ment) or the Department of Architecture (one tenured woman was eligible to sit); the Com-
mission was unable to obtain information ahout women on the Tenure and Promotion Com-~
mittees for the other CIFA Departments, or the College Committee of CFA.

For CIT-MIS, there are no women faculty eligible to sit on committees since there are
no women faculty.

For H&SS, of the three departments which have departmental committees (English,
History and Psychology) women participate only in the Department of English. The
exclusion of women Irom the promotion committee for Psychology is particularly intercst-
ing, sinze that Department, which does not require all of its committee members to be
tenured faculty, had four eligible women faculty in 1970-1971.

In GSIA and SUPA, there vwere no women on the Tenure Committees for 1970-1971
since none of the women met requirements of rank,

In the academic yvear 1970-1971 two of 17 menibers of the University Commitiec on
Tenure and Promotion frr Non-tenured Appointments were women; one of 17 members on
the University Committee for Tenure and Promotion or Tenured Appoiniments was a woman.

(One position on each of these committees is mandated for a member of the MMCC faculty.)

College Councils

Membership on the various colAlege councils is largely ex officio. Thus, most college
councils include the deans, department heads, assistant or associate deans, and Unmiver—
sity officers. In CIT-MIS, there were two women on the College Council in 1970-1971,
reflecting the existence of one female department head in Biology and the inclusion of a
female representative from the Hunt Library. For 1971-1972, the possibility of female
representation will be solely from the Hunt Library.

Members of the College Council in CFA include the officers of the faculty of the College,
deparinient heads. the Direcior of Admissions, the President, the Vice President for
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Academic Affairs and clected student representatives. Since the Chairman-Elccetl of the
CTA faculty for 1871-1972 is a woman,. there will be a woman on the Council for the
following yecar. During 1970-1971, the only woman on the Council was one of the {ive
eiected siudent representatives.

The College Council of 1H&SS is also primarily constituted by administrative perscens;
members incliude the Dean, the Assistant Dean, the department heads, otficers of ithe
Collcge {aculty, the Director of C-MATP, students and the University cofficers included
on other councils. Two women faculty servz on this Council in their capacity as Secretary
of the I1&SS faculty and Assistant Dean of the College; in addition, six of the ten student
members are womesll.

The College Counci! for MMCC is largely composed of women, reflecting the fact
that most of the adminisirative heads are women. Alembership on thc Council includes
the Dean of the College, the Assistant Dean, officers of the Cecllege, one student repre-
sentative, and the University oificers who are also members c;f the other councils. The

women members of the Council are the Assistant Dean, all officers of the MMCC faculty,

and the one student representative.

College and University Committees

There are six committees which are concerned with graduate degrees in the various
Colleges of the University. DMembership on each of these committees 1s primarily ex
officio, as on the college councils, and because of the limited number of women in posi-
tions of academic administration there are few of them on the graduate committees.
Thus, no women are eligible to serve on the Committee on Graduate Degrees for CIT-MIS,
for CFA, or for the Graduate Degrees Coordinating Committee. Women do serve on the
Committee on Graduate Degrees for H&SS and MMCC (two women through MMCC), and
for 1970-1971 there was one woman on the Committee on Graduate Degrees in SUPA,

In addition to the graduate degree committees, there were at least eight other Univer-

sity committees operating in 1870-1971 which were concerned with the various aspects of
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University administration. These commitices include the Hunt Library Faculty Commit-
tec; the Management Commitice; Security Policy Advisory Board; the Policy Advisory
Committee; the University Committee on Goals, Rights and Responsibilities: the Steering
Committec for Adiministrative Systems; the Computation Council; and the Executive Board
for Computation Services. Women serve on three of these cight commititees: there was
one femazaie student on the University Committec on Goals, Rights and Responsibililies;
there are two women out of 29 members on the Policy Advisory Committee (these two
women include a student representative from the Association of Women Students and the
Chairperson of the MACC Faculty); and 11 out of 30 members of the Security Policy
Advisory Board are women, and a woman student is its vice chairperson. No women

are eligible to serve on the Management Committee or the Steering Commmittee for Admin-
istrative Systems, both of which are composed of high-lewvel University officials., Women
would be eligible for the Hunt Library Faculty Committee, the Computation Council and
possibly the Executive Board for Computation Services, although the authorizing cigte~
ment for that board refers to male membersiiin,

Board of Trusteces: As of 1870-1971, there were no women Life Trustees, two women

Special Terim Trustees and no women as Alumni Trustees. Openings did occur for three

Special Term Trustees and three Alumni Trustees in 1971. None were filled by women.

The Contract Status of Women Faculty

The contract status for the 46 women in fulltime positions from instructor to full
professor in 1970-1971 reveals the continuing depletion of women from the faculty ranks.
About 20 percent of these women will leave the University by June 1972 including three
of the four full professors. At present MMCC includes 28 percent of faculty women. By
1973, when all contracts terminate for the present Margaret Morrison Carnegie College
faculty, women in the total full time facuity will drop from 10 percent to seven percent.

Contract terminations for 1971 and 1972 in all faculty ranks disproportionately select

women. Of the 43 terminations, 23 percent are women, cven though women are only 10
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percent of the full time faculty. When terminations, retirements and resignations are
considercd together, the same picture holds: women comprise 24 percent of those 66
faculty members leaving the University although 2zain they make up only 10 percent of
the full time faculty.

Further indication of practices which discriminate against women comes from the
types of contracts awarded women assistant professors. A study of the number of
women and men in that rank during 1970-1871 with one, two or three year contracts is
striking. It shows that while 25 percent of the 135 men have three year contracts, only
71 percent of the 17 women have them. By contrast, 28 percent of the women hold one
or two year contracts as against five percent of the men assistant professors. The
tendency to give women short-term contracts occurs in ¢Sla, CFA and H&SS.

This clear pattern of inequity emcrges {rom these several elements of women's con-
tract status: the proporticn of women in the faculty wiil be greatly depleted over the
next two years; women leave the University both involumaril}: and voluntarily in far
greater proportions than their represeniation on the faculty; as assistant prcofessors,

they more often have short—-term contracts than men.

Tenure

A study of tenured faculty reveals that a notably high proportion of faculty in the
associate and full professor ranks is itenured: 75 percent. This percentage includes
deans, all of whom are tenured, several Mellon Institute of Science researchers and a
few administrators. Women comprise only seven percent of the 227 tenured faculty mem-—
bers, although 11 perccnt of associate professors are women and ten percent of the total
fulltime faculty are women. Clearly women do not become tenured in proportion to their
represeniation on the faculty and in the eligible associate professor rank. Among those
who are tenured, the women are about equally drawn {rom CIA, H&SS and MMCC, and
they are predominantly in the associate professor rank. Thus of the 16 tenured women,

three quarters of them are associate professors.
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The question must bhe raised: Why are the tenured women predominantly associate
professors? There was until very recently, 2 greater tendency in CFA to give tenure
with promotion to associate professor. Our data for 1970-1971 suggest a greater likeli-
hood for women CFA facully to receive tenure at this stage: four out of {five of the women
associate professors are tenured whiie two~thirds of the 36 men associate professor
hé\fe tenure. Despite this, 56 percent of CFA's 86 male faculty have tenure hut only 46
percent (six out of 13) cf the female faculty have tenure. A very slight but similar ten-
dency appears for H&SS: 36 percent of the 53 male faculty and 33 percent (four out of 12)
of the female faculty have tenure. S.nce the totail number of women in each college
faculty is so small, these percentages should be viewed as tentative.

Nevertheless, these data evoke further questions: Do women remain in the associzte
professor rank longer than men or do they stay associates indefinitely? O are the few
women who do attain the associate level more readily granted tenure? These questions
can be asked here, but unfortunately they camnnot be answered easily. We aitempted to
carry out a comparative study of time in rank for women and men--but the needed data

were not available.

Faculty Leaves Awarded by CMU
During the six~year period between 1966-1967 and 1971-19872, the University received
78 applications for CMU supported leave and granted 56 of these. Among those granted,
women constituted only five percent or a total of three women. This compares uniavorably
with the fact that women comprise ten percent of the total full time faculty. Three of the
five women who applied received grants; 53 of 73 men whe applied received grants. Among
those 82 faculty who took leave with other sources of support, 12 percent were women.
This suggests that 2 woman faculty member can more easily obtain leave support from
outside agencies than from the University itself. More importantly, ways need to be found
to encourage women to apply for faculty leave, since such a ieave can {acilitate scholarly
work and promotion.
EI{IIC 76
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Faculty Salarics

The salary differentials between women and men arc glaring, If average salaries of
womeh and men are compared within ranks for tiic whole University, the differences are
obvious. From Table 25, it can be seen that women full professors earn about $5, 000
less per year on the average, women associate professors earn about §3, 300 less, women
assistant professors carn $1, 200 less and women instructors average 3190 less than men
in the same ranks. Furthe:r, as Table 25 shows, every possible comparison save two
between the sexes at every rank and within every college yields salary discrepancies which
always favor men. The {wo exceptions are for full professors in CFA and H&SS wherc the
dollar diiferences are -85 and +3144, respectively. In all other cases, women are consist-
ently disadvantaged in salary; the diiferences range {rom $160 to 3$3,750. Even in colleges
with reasonable numbers of women faculty, that is CTA and H&SS, the total average difference
in salary across all ranks is large and favors men.

Because of the generally sparse representation of faculty wei.;en within most schools
and depariments, a special study was made of the three mixed sex departments with the
largest numbers of women-~English, Drama and Music. A closer look at these departi-
ments revesals a general pattern of salary differentials unfavorable to women (see Table 26).
In {ive of the eight possible comparisons, salary diiferences which favor men are substan-
tially greater than those few which favor women. The three exceptions in which women
receive slightly higher average salaries are assistant prolessors in Drama, instructors
and full professors in English.

It is tempting to explain away the campus—wide tendency for women to be paid less than
men by reference to the fact that the women cluster in the Iow paying fields--the humanities
and fine arts. Still it is essential to stress that even within these fields, women's salaries

are generally lower than men's in the same rank,

Fringe Benelils for Facully

As with salary, fringe benefits are differentially distributed in favor ¢ 1. The
situation holds clearly whether one considers the University wide picturc > situation
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(1)

Table 25. Average Salary Differences Between dMen and Women
for Full time I'aculiy Within Colleges (in Dollars)

Rank Total
Average

Collece Professor Associate Assistant Instructior Differcence
CrA -5 -2666 -160 -313 -1716
H&SS +144 -1592 -588 -379 -822
GS1A ~-1535
SUPA -1700
MIS -5750

N W M W M W M W
Total N=140 N=4 N=119 N=15 N=135 N=17 N=28 N=10
Average
Salary ,
by Rank 20741 15025 14200 10890 12100 10865 8493 8300
(1)

Based on ten—-month salary without fringe benefits for 1970-1971. A - value indicates
lower salary for women, a + value indicates higher salary for women. Tor the
numbers of faculty within each coliege and department see Table 22.

(1)

Table 26. Average Salary Differences for Full time Faculty Men and Women
Within Ranks for Selected Departments (in Dollars)

Rank
Department Professor Associate Assistant Instructor
English +240 -2020 ~729 +400
Drama -2333 +458

Music -225 -2558

( )Based on ten month salary without fringe benefits for 1970-1971. A - value indicates lower
salary for women, a + value indicates higher salary for women. For the numbers of
faculty within each college and depariment see Table 22.

within colleges. As shown in Table 27, at everv rank within everv college (with one ex-

ception) which permits comparing women and men, the average dollar value of fringe

O
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Table 27. Average Dollar Value of Fringe Benefiis fo;*]Full time Faculty Men
and Women by Rank and College '/

Rank

Professor Associate Assistant Instructor
Colleze Men Women Men Women Nien Women Men Women
CFA 2575 1593 1775 969 860 823 711 774
H&SS 2274 1914 1885 1484 940 674 705 554
GSIA 2818 ——— 1428 —— 968 925 552 -
SUPA 1785 ——— 1678 —— 764 517 ——— ——
MIS 3134 ——— 1479 1313 854 ~—= 673 246
CIiT 2846 - 1243 ——— 792 -—— 527 -
MMCC —— 1496 —-—— 1377 —— 1078 - 803
Total N=140 N=4 N=119 N=15 N=135 N=17 N=28 N=10
Average
Fringe Benefits
by Rank 2502 1649 1564 1273 885 835 682 695

(I)Based on 1970-1971. For the numbers of women and men in rank within colleges and
departments see Table 22.

benefits is higher for men. The exception holds for CFA women instructors whose average

benefits are higher. The University-avide situation is consistent with the pattern for men

to receive higher benefits except for instructors. The dollar value of the difference in-

creases consistently as one moves from assistant to associate to full professor.

The above situation is exceedingly difficult to explain since fringe benefit policies are
supposed to apply equally to both sexes. In order to study the situation more precisely,
the total fringe benefits for each rank were calculated as a percent of the total compensa-
tion. This permits answering the question: are women and men receiving similar pro-
portions of their total compensation as fringe benefits ? If one considers the average

total proportion of fringe benefits for the University as a whole, women receive the
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same perceentage of fringe benefits in the two ranks of associate and assisiant professors,
and a slightly higher percentage among instructors. But if the proportions are inspccted
in all 12 possible comparisons between women and men, nine of the 12 favor men. Thus
the sex inequitiecs found on the basis of salary have been repeated to the same degree in
fringe benefits.

From the fringe benefit and salary data presented here we can only conclude that
faculty women are disadvantaged in total compensation. Further more refined evidence

to bolster this point about all women employees will be presented in the section on staff

fringe benefits.

Closed Hearing of Facultvy Women

In a clused hearing held April 9, 1971 with a group of faculty women, many concerns

and complaints came to light. The group indicated that inequities operate to penalize

-

women in scveral ways:

(1) Women have no maternity leave arrangements which set the conditions in salary,
rank, promotion and tenure for such leave. Since married women assistant and
associate professors are in their childbearing vears, they need time out for these
responsibilities withh formal recognition of such matters. Such time out may re-
quire periodic leaves of absence, part-time career lines and extension of the time
before a tenure decision is made.

(2) The imminent closing of Margaret Morrison Carnegie College will lead to a
substantial reduction in the number of women faculty on the campus. So far there
are no official plans to counteract that loss by vigorous recruiting of women in
other departments and schools. XNeeded now is vigorous recruitment of women
into CMU's existing departments. Equally important is the development of new
programs and curricula which will attract both women faculty and women students.
The group urged serious consideration of programs such as the one recently pro-
posed for a Center for the Study of Human Potential.

(3) Women faculty are often in {ields which the University appears to consider peripheral
rather than in the central ones, such as engineering, sciences, administration and
management sciences. The women faculty may then carry heavy teaching loads,
teach freshmen courses mainly, or teach courses which students and departments
want taught, but for which academic recognition is low.

(49 The many faculty women who work part-timie are penalized through lack of fringe
benecfits and ineligibility to be considered for promotion and tenure. Furthermore,
part-time faculty cannot belong to the Faculty Senate.
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(5) Librarians, who are mainly women, have faculty equivalent status but no faculty
rank. \Vhile they are represented in the Faculty Scenate, this confused definition

I3

of librarians' status puts them in a separate and problematic category.

(6) There are no mechanisms now operating to move women into academic administrative
posts, such as department headships, deanships, and general University administra-

tion.

Staff and Administrative Emploveces

The Commission learned from a variety of sources that stafl women perceive a great
vacuum in work-related information on the campus. Questions about salary ranges, pro-
motion possibilities and job descriptions were brought to the Comimission through many and
varied sources: individua: staff women wrote letters, many women attended the Commis-—
sion's public hearing on employvees and some gave private testimony, many women re-
sponded to the Commissions's questionnaire on emploves problems, women from APOWE
formed study committees to address particular concerns of staff women, Women of
Carnegie-Mellon organized three public meetings to question University administrators
on employee matters. he Commission files contain the documents which hear witness
to the queries raised from all these sources. Suffice it to say that the Commission con-
siders CMU women staff employees as the single most aggrieved category on the campus.
Many perceive themselves as mistreated, underpaid and poorly informed by the admin-

istration. The sections that follow will point up possible reasons for such dissatisfaction.

Problems in Obtaining Emuplovee Data

E

Several critical difficulties confronted the Commission in its search for information
about employees. (1) The decentralized organizational structure makes it easy for
officials at all levels to "'pass the buck’ and plead lack of information about employees
or in fact to lack important information which they shouic have. (2) A second problem
for the Commission and for the University is the proliferation of job classifications.

There are close to one thousand separate job titles—--nearly one title for every two employv-

ees! This makes meaningful groupings of jobs difficult. The development of the detailed

Q )

RIC ' 81

85



LEEO job categorics is a first step in ordering jobs by tvpe and level. If these calegorics
or others like them arc used consistently and accurately, realistic monitoring of incquitics
can bhegin. If officials continue to invent a new title for every new job, the present chaotic
records will render equal opportunity monitoring impossible. (3) A third major problem
conf{ronting the Comimission is the lack of complete and updated job evaluations for exempt
employees. Nlany professional, nonfaculty women are in this exempt category but one
cannot evaluate the absence or presence of discrimination in salaries, titles or {ringe
benefits between men and women holding comparable positions when the positions cannot
be described. It is clear that the administration cannot insure against discriminatory

practices until job evaluations for all nonfaculty positions are completed and regularly

updated.

Surveyv of Women Workers

In March 1271, all women emplovees were sent a brief questionnaire regarding their
employment situation.(l) Responses from both staff and faculty employees of all ievels
indicate strong concern with sex discrimination. Over one-third of the 150 respondents
reported that they felt sex has bheen a factor in decisions made at CMU about either their
hiring, firing, promotion or salary. This report came from women who have been at CJMU
as long as 16 years or as short a period as one year. The major area of such perceived
discrimination is salary. Nearly all the complainants about salary argue that as women
they are generally underpaid. Those who now fill the same jobs as men, or who were
preceded or replaced by men, say they know the men are paid far better than the women.
Those in secretarial jobs report that they feel discriminated against as members of an all
female occupation, that no man would receive such low pay for that category of work.

In addition to salary discrimination, the respondents frequently mention several other
problems reflecting inequities: inability to get promoted to higher levels when they have

suitable qualifications, lack of pension plans for some predominantly female employee

(1)The questionnaire with detailed results is available to interested readers from
o Conmmission files.
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catcgories, failure to ontain information on one's own job description after repeated re-

>

quests and anti-female attiludes of co-workers and supervisors.

Problzms Raised in Public Hearings

A public hearing for emplovees was held by the Commission on March 25, 1971.
Among the many issues and questions raised the following stand out:

(1) Some women do not kmow to whom to take grievances or questions concerning
their status as employees, their relationships with their supervisor, other
employvees or with the Personnel Services Depariment.

(2) They do not understand why the emplovment situation, in terms of titles, hours and
salaries, in one employing unit can differ so markedly from that in another
and do not consider such difierences fair.

(3) They do not know what their job descriptions are or the salaryv ranges for those
positions and cannot get such information either {rom unit supervisors or from
the Personnel Services Depariment.
One problem which may be confronting women applicants is that they are not considered
for positions for which they are qualified and may be hired at a lesser position and be re-
quired to prove their ability.
Interviews with administrative personnel concerning the actual practices in the employ-
ment area which might explain the reasons for these problems lead us to the following

general causal factors:

There is a lack of accurate and readily accessible information on
the whole range of non-academic employees and positions.

There is a lack of clarity on where responsibilities lie with respect
to various elements of the employment situation, such as szalary,
promotion, transfer, leave and hours of work.

There is a lack of knowledge on the part of employvees about their
position in relation to other employees and about their rights as
employees.

Each employving unit exercises primary control over the defining of
positions witain the unit, the salaries of emplovees in the unit and

the working conditions of those emplovees. This resulis both in con-
flicting policies among employing units and in conflicts with the Personnel
Department.
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_Distribution ol Emplovees: The Big Picure

The distributions of women and men in broad job categories for the whole University,
based on March 1970 data, show that women employees form about one-third of the
University's work force. As shown in Table 28, women {ill only 16 percent of managerial
jobs, only 13 percent of professional jobs (including faculty), 21 percent of technicians
and about four percent of skilled and semi-skilled johs. By contrast, women are 91
percent of oifice and eclerical workers and 39 percent of the unskilled category of service
workers. It is noteworthy that women office workers comprise more than half of the

University's {emale labor force.

Table 28. Number and Percent of Women and Men in Job Categories For all
Fulltime and Part-time University Employees (including faculty)

Women Men
Job Category Number Percent 1_\?umber Percent Total
Officials and Managers 34 16 177 84 211
Professionals 95 13 624 87 719
Technicians 53 21 196 79 249
Office and clerical 410 91 43 10 453
Skilled, semi-skilled, 6 4 157 96 163
unskilled
Service workers 122 39 192 61 314
Totals 720 34 1389 66 2109

As of -April, 1971, the 'U;liversity had 1235 staff employees. Of this number, 236 work part
time (see Table 29). While women are half of full time workers, they make up 62 percent
of part time employees. The Commission requested average salary data for part time

workers with salaries prorated on a standardized basis. Such data was not available,
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although the Management Informuation Center stafll attempted to provide it. Salary informa-
tion is stored in several different ways in the MIC computer. At this juncture no sysiem

of standardized wages exists. Ideally such a system vwould yvield an ho rly earned wage
regardless of the number of hours worked or the specific work schedule. In addition, no
systematic information is available on the types of jobs filled by part time workers. Hence

study of possible inequities for part-time women workers remains impossible at this time.

Table 25. Number and Percent of Full time and Part time Staff Employvees

Women Men
Number Percent Number Percent Total
Full time 496 50 503 . 50 999
Part time 147 62 89 38 236
Total . 643 52 542 48 1235

Distribution of Stuff Women and Men in Detailed Job Catecories

Great cffort was expended by the Commission to obtain detailed information on specific
job categories. In conjunction with the Commission, members of the Personnel Sexrvices
Department and the Management Information Center developed 25 categories to encompass
all occupations within the University. The skeletal structure of these categories is the
set of eight broad job categories defined by the Equal Employment Opportunity Commission
and the Office of Federal Contract Compliance. Since this office requirzss from CMU an
annual report (the EEO-~1 report) on the numbers and distribution of employces according
to minority status and sex, it was agreed that developing a detailed code of the jobs in
that report would serve a useful function to the University. The code includes 25 job
categories covering both academic ¢ nd non—academic titles and is presented fully in

Table 36.

O
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Tablc 30. Number and Percent of Siaff Women and Men in 17 Job Categorics

Women Men
Job Category Number Percent Number Percent Total
OTFICTALS AND MANAGERS
IExcecutives and Oflicials 0 0 8 100 8
Staff Department Heads 4 11 32 89 36
Academic Depnartment Heads 3 7 40 g3 43
Management, General Positions 29 20 117 80 146
PROFIESSIONALS
Nonacademic Professionals 40 46 46 54 86
Senior Fellows, Principal 0 7 100 27
Research Scientists
Fellows, Senior Rescarch 9 10 84 a0 93
Scientists and Research
Scicntists
Junior IFellows and Assistant 7 37 12 63 19
Research Scientists
Junior Research Scientists, 8 12 59 88 67
Rescarch Associates and
Assistants
Athletic Staff and Coaches 3 43 4 57 7
TECIINICIANS 25 22 89 78 114
OFFICE AND CLERICAL WORKERS.
Secretaries and Administreaiive 195 99 1 1 196
Assistants
Clerical Workers 161 88 23 12 18«
CRAFTSMEN--SKILLED 0 0 62 . 100 62
OPERATIVES--SEMISKILLED 1 4 26 96 27
ILABORERS 0 0 21 100 21
SERVICE EMPLOYEES 103 40 158 60 261
Based on 1390 employvees listed on the A1 May 27, 1971 and excluding all faculty

except academic department heads.

As Table 30 shows, women are concentrated in a few job categories and virtually
absent from others. The secretaries and administrative assistants are virtually all
women (99 percent); and clerical workers are predominantly women (88 percent). In

every other category, males predominate. In the whole range of professional job categorics
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wonen are well represonted in only one——they arc 46 percent of nonacademic profescionals
(c.g. publiz relations, accounting, nursces, personnel workers).

Among the categorics within a grouping, it is apparcent that, in general, the higher
the prestige level, the smaller the proportion of women in the category. Thus, among
officials, women are totally absent in the top category of exceutives. Those women who
are represented among officials cluster largely in the lowest category of general manage-
ment positions. The same pattern holds for the fellows and rescarch scientists--no
women are in the top icvels of scnior fellows or scenior research scientists, rather they

are concentrated as junior fellows and assistant research scicntists.

Terminations of Staff Emplovees

Terminations and resignations of ecmployees on the main campus during the three
months from January through March 1971 indicate that staff women are not being singled
out by the reduction in the work force. A total of 32 or about live percent of women staff
employces left the University compared with 32 men who comprise about {ive percent of
the male staff. There is no proportionately higher loss rate of women during these three
rmaonths. The Commission caunot judge whether this pattern is unique or typical of

terminations~-at this time, no further data were available.

Staff Salaries

Among the staff, women are paid less than men in the same job category. Average
salaries within those detailed job categories which permit comparison are consistently
higher for men than for women. This holds truec regardless of occupational type and level:
women department heads earn about half of men in that category, women in general manage-
ment positions earn asbout $5, 000 less than men, women nonacademic professionals earn
about $3, 000 less than men. In every category presented in Table 31, men's salaries
exceed women's. The fact that highly specialized jobs are invoived aprears not to alter
the discrepancies--research scientists, athletic staff, operatives, fceé}Lnicians all
represent such specialized work. Clearly, gender is a factor operating across the board.
)
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Table 3. Average Salarics of Staff Women and Men in 17 Job Categories(in dollars mnnually)

Job Category Vomen Men

Lo

OFFICIALS AND AMANAGERS

Executives and Officials -——= 35687
Staft Department Heads 9467 18279
Academic Department Heads 10925 22121
Managemeont, General Positions 8037 13213

PROFESSIONALS

Nonacademic Proiessionals 8459 11455

Senior I'ellows, Principal - 22938
Resenrch Scientists

Fellows, Senior Resesrch 10685 12804
Scientists and Rescarch
Scientists

Junior Fellows and Assistant 9480 10300
Rescarch Scientists

Junior Research Scientists, 7313 9274

Research Associates and
Assistants

Athletic Staff and Coaches 8450 9384
TECHNICIAXS - 5460 6889
OFFICE AND CLERICAL WORKERS

Secretaries and Administrative 5372 -

Assistants

Clerical Workers 4851 5918
CRATTSAMEN--SKILLED —— ) 9362
OPERATIVES——SE;\'HSKILL”D - 7097
LABORERS —_—— 6507
SERVICE EMNMPLOYEES 4856 5764

Based on 1390 employees listed on the pavroll May 27, 1871 and excluding all faculty
except zcademic department heads. TFor numbers of women and men see Table 30. In the
two cases where only one person’s salary is involved, the average is omitted.

A more detailed siudy of salaries reinforces the larger picture within the University.
From payroll lists prepared in May 1971, the Commission, working with the Personnel
Services Department, sclected employvees in three categories: middle management,
technicians ard service workers. Men and women in each category were selected é.ccorc_i—
ing to specific job title and were only included in a job category if they held identical or

)
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closcly cuaivalent titles and fell into the same Equal Employment Opportunity category.

The results of this study are shown in Table 32. Dramatic differences emerge in
o o

each of thc three job categorics. In every case, men's average monthly salaries are

noticeably higher than their female counterparts. In the management calegory, women
earn about S$200 less cach month than men.
In this categoryv

The service workers present an especially interesting discrepancy.

the job title "'maid™ is given only to women and *'custodian’ only to men. Yet inspection

of these job descriptions indicates that while some maids and custodians indeed do
different work, the work of others is identical.

Table 32. Comparison of Salaries for Men and Women With Comparable
Job Titles in Selected Job Categories

Averaze Monthlv Salary

Job Category Women NMen
Managemeant (fourth le\'el—nonacadcmic)(]’ S 806 $1059
N=8§ N=26
2 -
Technic’-ians(“) S 452 $ 554
N=12 N=17
B - (3) o :
Service Workers S 388 $ 461
N=22 N=29

(I)Fourth level nonacademic management includes all men and women on the May 1971
payroll occupying administrative positions such as Direcctor of Purchases, danager
of Compensation, IHead of PPhotographic Ser rices, Manager of Office Services, Division
Accountant. They report to an administrative officer who in turn reports to a vice
president.

(2)Technicians includes all females carrying that job title or the title "lab technician' and
a 50 percent random sample of all males with either title based on the May 1971 pay-
roil. '

(S)Service workers is limited to maids and custedians. A 50 percent random sample of
those holding the title "maid" and a 25 percent random sample of those titled "custodian”
were selected from the May 1971 payroll list.

ERIC >
33



Thus work scems o be defined and assigned according to sex rather than to job
description. Tho salary average {avors men (e.g., 'custodians') over women (e.g.,
"maids'). Clearly this is as much a problem of union-deflined inequities as it is a
problem of the University.

FFinally, the situation 1’01“ technicians emphatically undersceres the evidence that
women get unequal and low pay for equal work. In this case, the men and women com-
pared carry identical job titles: technicians and lab technicians. Both in titles and

according to job descriptions we could find no differences between the sexes. Yet the

men's monthly salary exceeds the women's by $100.

Salarv Structure for Non-Exempt Emplovees

Because of the particular information gap on salary structure indicated to the Commis-
sion by staff women, this section describes the procedures followed in arriving at pay
grades, job descriptions and their respective salaries. Detailed examples of some job
descriptions are available from Commission files.

The employees of the University are divided into two groups, exempt emplovees and
non-exempt empioyees. The non-exempt employees are specifically covered by the
I'ederal T'air Labor Standards Act of 1968 and include such positions as technician, key
punch operator, secretary and maintenance worker. The exempt employees are not
covered by the FL8A and include such groups as higher administration and faculty.

The salary structure for non-exempt, non-bargaining eiployees defined for 1970-

1971, as shown in Table 33, is still gpplicable in 1971-1972, When ‘he salary structure

was being developed a few years ago, job descriptions were written for most non-exempt

jobs. From these descriptions, a job was rated according to eleven evaluative factors:
education, experience, complexity of duties, supervision received, error detection or coxr-
rection difficulty and cifects, contact with others, confidential data, mental or visual demands,

working conditions, character of supervision given and scope of supervision given. Iach
b o
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(1)

Table 33. Non-Exempt Salary Structure

Pay Range First Range Third Range
Gradec Minimum Quartile NMid Point Quartile Maximum

Annual Salary 3535.C0 3740.00 3945.00 4150. 00 4355.00
2 .

Approx. Mo. (294) (311) (328) (345) (362)

Annual Salary 3624.00 4151.5¢C 4379.00 4606.50 4834.00
< _

Approx. Mo. (327) (345) (364) (383) (402)

Annual Salary 4356.00 4608.50 4861.00 5112.50 5366.00
4

Approx. Mo. (363) (384) (403) (426) (447)

Annual Salary 4835.00 5115.25 5395.50 5675.75 5956.00
5%

Approx. Mo. (402) (426) (449) (472) (496)

Annual Salary 5367.00 5678.00 5989.00 6300. O 6611.00
6

Approx. Mo. (447) (473) (499) (525) (550)

Annual Salary 5957.00 6302.25 6647,50 6992. 75 7338.00
7

Approx. Mo. (496) (525) (553) (582) (611)

Annual Salary 6613.00 6996. 25 7379.50 T762.75 8146.00
8

Approx. Mo. (551) (583) (614) (646) (678)

Annual Salary 7340.00 7765.50 8191.00 8616. 506 9042. 00
9

Approx. Mo. (611) (6£7) (682) (718) - (753)

MDgtrective July 1, 1970
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factor has an assigned numecrical weight. The degree to which each of thuse factors i=
contained in, or necessary for each job is evaluated acecording to a jobr deserip-
tion. Thus, each different job receives a numerical score for each of the eleven factors.
This scoring has been done for every non-exempt job at CMU.

The next step was to groun jobs with approximately the same numerical rating into
one grade. There are eight grades; cach grade contains the jobs within the University
which recuire approximately the same total point value based on the eleven factors

evaiuated. The divisions between grades are made according to the American Association of

Industrial Managementi, Job Rating Manual, a nationally-used reference on which CAU's

system is based.

Finally. a pay range is determined {or each grade, with both minimum and maximum
monthly salaries for jobs within that grade. Ranges in salary are influenced both by
internal and external economic considerations. Though except*ions do exist, this is the
systeny upon whnich all CAIU non-exempt non-bargaining employvee salaries are based.

Presentation of this information represents progress in the responsiveness of the
administration, especially the Personnel Services Department, to emplovee demands for
pertinent job information. Much, however, remains unclear. The existing job descriptions
cover roughly 80 percent but not 100 percent of jobs. Whether these job descriptions
will be completed and updated both remain problematic issues. So far the University has

not committed the funds necessary to do either task.

Siaff Fringe Benefits

As with salary, so with fringe benefits; women consistently receive less. Table 34
presents the average dollar value of fringe benefits for staff. Again as one looks at each
possible comparison between women and men within a job category, the men receive higher
average amounts of fringe benefits. The size of the difference varies, with the largest

discrepancies belween wemen and men who are department heads and in other manragement

ERIC 96
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Table 34. Average Dollar Valuc of Fringe Bencefits for Women and Men
Stafi Employees in 17 Job Categorics (1)

Job Caovory Women ANen

OFFICIALS AND MANAGERS

Excecutives and Officials — 3938
Siaff Department Heads ' 1221 ' 1852
Academic Department lleads 1297 2206
Management, General Positions 759 1207
PROFESSIONALS
Nonacademic Proicssionals . 852 04
Senicr Feliows, Principal ’ - 2729
Research Scientists ,
Felilows, Senior Research 830 898
Scientists and Research
Scientists
Junior I'ellovws and Assistant 8543 21112
Research Scientists
Junior Research Scientists, 489 729
Research Associates and
Assistants
Athletic Staff and Coaches 734 ' 892
TECHNICIANS 486 578
OFT'ICE AND CLERICAL WORKERS
Secretaries and Administrative 457 -
Assistants
Clerical Workers 422 754
CRATTSMEN--SKILLED == 1044
OPERATIVES--SEMISKILLED —_ 818
LABORERS - 783
SERVICE EMPLOYEES 591 . 723

1 . -

( )Based on 1390 emplovees listed on the payroll May 27, 1871 and excluding all faculty
except academic depariment heads. For numbers of women and men see Table 30. In the
two cases where only one person's {ringe benefits are involved, the average is omitted.
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positions. And as with facully fringe benefits, there are no obvicus explanaiions for
these differences.

his conclusion is strongly reinforced by the morc refined data presented in Table 35,
Six types of fringe benelits were compared for women and men: FICA (social security),
relirement, group life insurance, hospitalization (including Blue Cross, Blue Shield and
Major Medical), guaranteed disability and workman's compensation,

In the six fringe benefits areas, for all EEO job categories in the University, the
average dollar value paid by CMU is generally greater for men than for women. Iore
specifically, for social security (FICA), in ten possible comparisons, men average more
in seven job categories; for retirementi, men average more benefits in eight out of nine
categories; for group life, men average rnofe benefits in 11 out of 15 categoriecs; for
hospitalizaticn, men receive more benetits in ail 15 job categories; for workman's com-
pensation, men average more benefits in 15 out of 16 categories. The one iringe benefit
area which favors women is guaranteed disability——women average more than raen in 13
out of 15 categories,

The strong pattern of higher average beneilits for men is explainable largely by the
fact that most fringe henefits are computed as a percent of salary., Thus, despite intricate
variations among them for arriving at the exact percentages of salary for each benefit,

the following types clearly involve salary as their basis: social sacurity, retirement and
workmen's compensation; group liie insurance is a function both of salary and age. Blue
Cross and Blue Shield are optional and it is likely that some womien choose not to take
these because their spouses' insurance covers them—--hence the University pays out less
for women's hospitalization benefits. In guaranteed disabiiity, the higher average benefits
for women may be explainable as follows: The University pays a {lat $2. 14 per month for
each employee but only $1.59 per month fcr employees who héve TIAA coverage; since

few women benefit from1 TIAA, CMU has to pay the full $2. 14 for most women's guaran-

teced disability.,

O

RIC 94

G

L



Table 35. Average Dollar Differences Between Women and Men in 25 Job
Categories for Six Types of Fringe Benetits (1)

EX0O
Job Guaranteed Workman's
Codes IPica Retirement Group Life Tospitalization  Disability Compensation
N 3 N g N ) N 3 N S N S
1/02 W 3 3 3 7 3 3
0 -3 ~-88 -3 -18
M 29 29 29 29 29
1/03 W 4 4 4 3 4 4
- 0 -990 -1 -90 +3 -23
M 46 40 46 46 40 46
1/04 W 33 13 30 30 33 33
-22 -664 -7 -396 0 -11
M| 128 55 126 126 127 128
2/01 W 39 i7 35 34 36 39
-14 -163 -10 -73 +1 -6
M 47 15 38 41 41 47
2/02 W 4 4 4 4 4 4
0 -338 0 -133 +2 -10
M 56 85 92 S3 96 86
2/03 W g 8 9 8 9 9
0 -182 -3 -95 +6 -6
M 85 50 84 84 84 85
2/64 W 15 4 15 i4 15 15
-10 -10 -3 -132 +1 -3
M| 124 24 118 118 122 124
2/05 W 11 9 8 11 11
+48 +4 -61 +5 +3
M 34 34 34 34 34
2/07 W 3 3 3
0 -6 -6
M 3 3 3
2/09 W 8 5 5 8 8
0 -6 -113 0 -4
M 86 77 83 82 86
2/10 W 8 3 78 7 8 8
+5 -393 +4 -89 +2 -2
M 12 4 12 11 12 12

‘Talble 35. Cont'd.
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2 35, Aversge Dollar Differences Between Women and Men in 25 Job

Table 37
Catcgories for Six Types of IP'ringe Benclits (1)
EIZO
Joh Guaranticed Workman's
Codes Fica Retirement. Group Life Hospitalization  Disability Compensation
N N N 3 N S N S N S N 3
1/02 W 3 3 3 _ 3 3
0 -3 -88 -3 -18
M 29 29 29 29 29
1/03 W 4 4 4 3 4 4
. - 0 -390 -1 -90 +3 -23
M 46 40 46 46 46 46
1/04 W 33 13 30 30 33 33
~-22 -(664! -7 -96 0 -11
M| 128 55 i26 126 127 128
2/01 W 39 17 35 34 36 39
-14 -163 -10 -73 +1 -6
M 47 15 33 41 4] 47
2/62 W 4 4 4 4 4 4
0 —2R8 0 -133 42 -10
M 316} =) 92 95 S6 96
2/03 W 9 8 9 8 9 S
0 -182 -3 -95 +6 -6
M 85 50 g4 84 84 85
2/64 W 15 4 15 14 15 15
=10 -10 -3 -132 +1 -3
M} 124 24 118 118 122 124
2/065 W 11 9 8 11 11
+48 +4 —-61 +5 +3
M 34 34 34 34 34
2/07 W 3 3 3
0] -6 -6
MM 3 3 3
2/08 W 8 5 5 8 8
0 -6 -1i3 0 -4
D 86 77 83 82 8G
2/10 W 8 3 78 7 8 8
+5 -393 +4 -89 +2 -2
M 12 4 12 11 12 12

‘Table 35. Cont'd.




Average Dollar Differences Between Women and Mcen in 25 Job
Categorics for Six Types of IPringe Benefits (1) (Continued)

Table 33.

VWorkman's

- ~ N ot
Guaranteed!

TFica Retirement  Group Life Hospitalizacion Disability Compensation
N 8 N S N & N g N S § 1
2/11 W 9 5 6 8 9
-21 -8 ~54 +3 ~4
M 67 47 60 66 67
2/13 W 3 3 3 3 3
+4 -4 -149 +2 -2
DT 4 4 4 4 4
3/01 W 24 21 24 24 24
-55 -5 -68 0 -3
M 88 67 84 85 g8
4/02 W| 161 11 120 147 156 161
-50 +36 -3 -85 -3 -2
M 28 10 24 26 28 28
8/01 W[ 110 105 104 : 96 110 110
-47 -14 +5 -99 +2 -2
M 172 150 154 ) 161 171 172

1 - - - - e s . s

( )Bascd on Mayv 27, 1971 payroll. A - value indicates lower fringe henefits for wome=n,
a + indicates higher value for women. Definitions of the EEO job catecgories are in
Table 38. The number of women (W) and men (M) in each comparison is shown at the
left under "N",

On the whole, both faculty and staff women benefit substantially less than men from
the fringe benefits now available and which involve large cash expenditures by CMU per
individual employee. Other indirect benefits include reduced fees for employee children
in the CMU Children's School. The newly established CNU Child Care Center charges

fees on a sliding scale and serves student, staff and faculty families. In addition, there

are vacation and sick leave benefits, whose cost to CMU we couid not determine.
The tuition remission program served 283 employees during 1970-1971. The program

covers all employees and their children and the spouses of faculty. The University con-

tributes toward dependents! college tuition (@ maximum of $2200 per eligible dependent),

toward tuition for faculty and staff for courses at CMU and toward tuition for facully for

courses at the University of Pittsburgh.
Q
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Table 36, LEEO Job Categories and Cedes Used in Commission's IFinal Report

Codcs Job Calcgory
OFTFICIALS AXND MANAGERS:
1/01 Exccutives and Officinls
1/02 Staff Department Heads
1/03 Academic Department Heads
1/04 Management, General Positions
PROFESSIONAIS:
2/01 Nonacademic Proiessionals
2/02 ; Professors
2/03 - Associat2 Professors
2/04 Assistant Profcssors
2/05 Instructors
2/06 Senior Lecturers
2/07 Lecturers
2/08 Senior Fellows, Principal
Research Scientists
2/09 Fellows, Scnior Research
Scientists and Rescarch
Scientists
2/10 Junior Fellows and Assistant
Research: Scientists
2/11 Junior Rescarch Scientists,
Research Associates and
Assistants
2/12 Teaching Counselors and
Teaching Assistants
2/13 Athletic Staif and Coaches
3/01 TECHNICIANS
OFFICE AXND CLERICAL WORKERS
4/01 Secretarics and Administrative
Assistants
4/02 Clerical Workers
5/01 CRAFTSMEN--SKILLED
6/01 OPERATIVES--SEMISKILLED
7/01 LABORERS
8/01 SERVICE EMPLOYEES
9/01 APPRENTICES AND TRAINEES
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(1)

Table 37. Tultion Remission Benefits, 1970-1071

Women encficiaries Alen Penceficiaries
Category __ Number Average jlenciit Numiber Averace Ilenctit
FFaculty 5 $629 73 $936
Staff and Administration 93 $1021 112 3888
Total 98 $1001 185 8907

(1
\ 'Compu‘g—cd _from data provided by President's Office,

The average support per beneficiary for the total Universily is $939. Among those
receiving benefits, 31 percent are women--in line with the 31 percent that women com-
prise of ChIU's employees.

Since the number of faculty women receiving tuition remi: sion benefits in 1970-1971 is
so smali, comparison of averages for men and women faculiv would not be meaningful.

In the staff and administrative category, the average benelit for women is 13 percent
higher than for mien. Thus women appear o benefit 1 ~re than men from the tuition re-
mission program. And among women, it is largely staff employeses who benefit.

Questions were raised during public and private hearings concerning remission of
tuition for courses at CMU. Staff women asked why staff in some departments were denied
remission oi tuition for CMU day courses which their department had approved. The Com-
mission could no. obtain information on requests for tuition remission which had been
denied; this question should be reopened for study by the OEO.

A general problem pervades any analysis of CMU fringe benefits. Many kinds are
offered, but only some employees benefit fromn each of them. And in the retirement and
life insurance areas, there are several different plans operative with great variation in
benefits to employees, Some employees end up with no retirement benefits because,
aithough all CMU employees are covered by one of the general retiremcent plans, no cash

- 98
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ouilay to the employee at retirement is assurcd. Apparently this developed through con-
tinuation of «lder non-funded plans which are closely constrained hy social sccurity benefits.

The Co:.nmission did not ascertain how many emplovees fall into this unfortunate
catczory. Dut women workers' complaints to the Commission suggzest that women may
suffer disproporticnately from lack of retirement benefits.

In addaition to the cenfusing arvayv of plans, the Commissicon [inds that CMU has no
maternity ieave policy. We pressed for information on the marital status, num? ers and
ages of children in order {o determine how many women might benefit from both the Child
Care Ceani 01: and materaity leave. Such information on sta2ff empioyees was not available

hiain estimates for 1€70-1971 or faculty. Since data on familial

status arce not regulariy updated, we siress that these are meorely estimates which probably

men. Similarly, a smallor propotion of faculiy woemen have children--about one quarier
of the women cemparced with about one hali of the men. However, among faculty members
with children both sexes have an average of ebout two children and the average age of these
children is nine years. Among the men, full profecssors have the highest number cf
children compared with the other ranks; among women, it is the assistant professors.
Perhaps this reficets the national trend for increasing labor force participation by women
with young children. Whether this is a trend at CMU and one that will continue remains
unanswerable at present. In any case, it is clear that the University has an opportunity
to faciiitate married women's entrance into botk the faculty and staff by providing chiid
care services and maternity leave.

Since women employees are now disadvantaged relative to men in fringe benefits both
in dollar terms and in the lack of a maternity leave policy, the Commission urges that:
first, women's salaries be raised to eliminate ineguities, since such an increase

will aisc reduce the {ringe benefits differentials between women and men; second, that a

variety of {iinge benelits (some existing ones and some new onecs such as maternity leave
O
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leave and child care services) be offered to all employees but up to 2 limited dollar amount
or to a fixed percentage of salary (perhaps ten percentj. In this way, both women and men
can utilize those benefits they prefer. Once women's salaries are equalized, such a policy
would eliminate benefit inequitiecs due to sex, marital siatus, number and ages of children

or the employee's age.

Rcecent Chanees Affecting Women Workers

Since the Comimission's Preliminary Report in April 1871, there are some pesitive
signs in recent practices alfecting female emplovees. DBut therc are also negative signs
indicating lack of prozress in some areas.

The Commission is enccuraged by the new job posting procedure for non-exempt non-
bargaining vacancies. Announcements with brief job descriptions are posted for three

work davs on bulletin boards across the campus. This procedure was described in the

Personncl Services Communicates dated July 19, 1971. There appears to be a weak but

perhaps crucial sizn that szlaries paid to women emplovees in newly created positions

for 1970-1971 were equivalent to men's in roughly the same categories~-faculty, clerical
and adminisirative. This did nct hold for new positions created in 1865-1970. If there is
a trend emerging, the Commission hopes for its bold continuation.

On the negative side, the Comimission observes the continuing tendency for the number
of women who are new faculty and administrative appointees to remain minusculec. There
are only four women among the 33 new faculty members and three of these women are
instructors. In the research appointments, there are no women at all. TFinally, there are
no women taking icaves of absence in this academic yvear either with CMU support or out-
gide support.

Without vigorous efforts to counieract these patterns, the inertial effect is to foster
the ineguities described in this chapter. The effort to stimulate improvements {for women

at CMU rmust come from decision makers at all levels as well as from women themselves,

Q. 100

405



E

REPORTS TROM WEMEN'S GROUDS

“Women of Carnegie-ANcilen

In the fall of 1970 2 group of academic women calied Dr. Stever's attention to dis-
crimination agains® women al CRIU. Dr. Stever responded by establishing the Commission
on the Siatus and Necds of Women to investigate the credence of these charges.

The academic woemen then met with other women \‘.‘hé were concerncd about discrim-
ination and formed the Women of Carnegie-iJellon which represented women stail, {aculty,
alumni and studeniz. WCM was structured into task forces based on the several in-
terests oi‘_Aits nembers. These task forces supplemented the work of the Commission
by providing the Comniission with information about discrimination on campus and by
acting on information made available by the Commission on discriminatory practices.

The main focus has bcen and will continue fto be to define and to promote positive directions
CMU could talze to reduce or eliminate discrimination against women,

Early in the summer of 1871 the Commission on the Status and Needs of Womcen
brought to the attention of WCM the lack of cooperation it was receiving in obtaining the
information necessary to complete the Commission's final report. The main offender in
holding up information appeared to be the Personncl Services Department. WCLI therefore
requested that the Director »f Personnel meet with them to discuss the problems involved
in making information available to the Commission. Because the Director of Personnel was
not able to answer many of the gquestions of WCM, two more meetings were held with other
administrators at each meeting. In keeping with the main purpose of WC, the administra-
tion was presented with a set of expectations and suggested dates for action or programs
which would begin to end discrimination at CMU. In the report of these meetings which
follows, an attempt has been made to select questions which would be of particular interest
to a large number of women on campus. Answers {rom Mr. Nelson, Dr. Schatz and

Mr. Luster are quoted in full. Complete transcriptions of the three meetings are available

in the Hunt Library (Relercnce) and Mellon Imstitute Library.
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Sclected Guestions. 2r. Nelson., July 20, 1971

Question: How can an emplovee find out what her job grade and salary range
are?

Answer: The first thing we'd have to suggest is to go to your immediate super-
visor. If yvour hmmediate supervisor doces not krow and unfortunately there are many who
do not know, then Peorsonnel would tell the supervisor and expect the supervisor o well
the emplca ¢. We have had our share of probhlems in having that type of information prop-
erly relaved 1o the emplovees. Personnel should not do the supervisor’s jobs for them.
The supervisors should know wiatl the rate ranges are for the jobs undesr them so as o
know how the emplovee fits in. If the supervisor reiusces to give the information then the
emplovee shouid 2o bacl to Personnel. I think the time has come when this information
should be m:.de known to the ecmployees.,

Question: What plans do vou have to improve and make more complecte
the records of employees?

Answer: JMost departments have better records on individual emploveces than we
have. This is an outgrowih of a decentralized organization and a non-centralized person-
nel policy. Departments tosk care of their own pcople and their people's records. Now
we have since 1952 begun to build salary records. We need, however. such things as
dependents (children), and their ages. The plans were to send out a personnel data form
which would give us this information. Qur {irst attempt was to have kheen 'quick and
dirty'', te get the information fast. I feel that afier further i ought, however, we need a
complete, thorouzh informational sheet that tells us everything we need to know and have
that in our files and in the computer so that we can extract that infermation for the varicus
types of things the Commission is asking for right now. It should he putl into the compuler
in a form that is easilv retrievable-—whatever yvour status may be--personal, job-wise,
salary-wise, education-wise. We don't have this kind of information in our records. It
will take a great deal to get it and maintain it. We're taking steps in the right direction.
We're finding out by the way. We haven't been stiatic either in our depariment or JMIC.
Ve're building files.

Expectations Addressed to AMr. Nelson

RIC

The Women of Carnegie-2ellon ask that you, as Director of the Department most con-

~ D
cerned with the employment situation of staff women, take all steps necessary to eifcct
the following:
Beginning Immediately

Refuse to process any appointment form for a new employee in an evaluated job for
less than the minimum salary suggested by the salary scale.

During the Month of August, 1971

In accord with President Stever’s memorandum of 24 February 1971, provide what-
ever data and information is regucsted io the Commission on the Status and Needs of
Women.

Assist the APOWE committees to develon a grievance procedure for staff employees
and to develop aliernative pension plan proposals for staflf employees.

)
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Determine what informaiion is necided in orde:r to evaluate all non-iccuity johs not
Inform suvervisors of the cmplovees whose johs have te be evaluated

L

oW eyvaluatord,
of the method that will Le usced in gathering this information and evaiuating the Jobs.

Begin gathering the information and evaluating the jobs.

By Sceptember Ist, 1971

Provide every staff wwoinnn whose job has been evaluated with a copv of her job

description, infermation ¢in her own job grade and the salary range for that job grade.

Begin to circulate to 21l staif personnel a weekly listing of open positions at CMU.

Dy September 15th, 1971

n application for emploviment form which co tains no items which might be
it g2t CMU {(such as marital status,

Desizgn a
used to discriminate against wonien in initial employme
number of children, etc.)
Design 2 persennel profile form which will contain questions on whatever additional
items are needed for moniioring of egua DDO rtuniiy or a base for identifving the
fringe hencfit needs of women employvees ( 1 as rmarital status, numbers and ages of
children). Establish a mcchanism for keeping this information up to date and readily
retrievable. Submit hoth forms to WCIAI { C\ iew before duplicating them for use.

Question: In 1969, the Universiiy administraticon hived a consuliing

evaluate non-exempt, non-union jobs for approximately 500 em-
ployees at a cost of over 830, 000. Szlary scales were established
at the ccenciusion of this evaluation, which were as lew as any in
Pittsburgh. When the administration was faced with the nced to
provide 2100, 000 to bring salaries for all evaluated jobs to the
minimwn of their range, only 823, 000 was provided, Now a full
year has elapsed during which a new budget has heen determined.
We would like to know, was an eiffort made during the 1971-1972
budgeting time to 1nsule that all persons filling evaluated jobs
would receive the minimum salary for their job range? Are all
such pesitions now receiving minimum salary and if not, why not?

Answer: I may not be able to answer 2all of your questions, including the last one,
but T did, because of your notice, check with Mr. Nelson this morning as to the answers
to most of your queries.

During the last budget vear, there was to my knowledge, no specific discussion about
providing funds to make sure that all people came up to the minimum. There was a gen-
eral feeling that increases in salaries had to be made and rather than general directives,
salary increases werc allowead for in the budget which as most of you know by now aver-
aged around [ive percent. The reason I say averaged around five percent is that we have
not been in the habit, in sc far as I know, at least in the faculty area, of making across-
the-board increases of salaries. These actual salary increases are left to the judgment
of department heads and other supervisors. The budget did, however, provide for salary
Increases. My rccollection is that we have not directly faced the issuc of the number
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of people who wore boelow the minimum. Now, with the incrceasces which have been pro-
vided, I helicve that some progzress has been made in raising people to the minimum,

but in answer Lo yvour Iast question—--Arce we paving evervonce, on the campus minimum
salarics  ccording to the scale?--the information My, Nelson gave me this morning is
we arc noi. I donat have information as to how many peoplc are not heing paid the mini-
mum salaryv beceause I don't think he has it at {he monwv.u‘ hut he knows we arc not paving
evervonc the minimum amount. Now, the question--"'whyv nol?" --is aifficult to answer.
I don't think it comes lack to so much a guestion of discrimination becausce the uestion
you're askinz actually annlies I think to men on the campus as well as some woinen who
are not geiting the minimum salary. 1 supnose a simplc answer is that the moncy hasn't
scemed to streteh far cnougn and 1 don't think that’s a good enough answer for you but
it's the only cne I have.

Now with respecet {o the future, going bt "k to your request to dr. Nelson of July 20,
regarding the payment of minimum sajuries. It scems to me ithat it would be unfair.
improper, to acceed 1o vour reqguest ithat all new appointment forms be sent bhack if &
are not at east at the standard minimum without at the same time raising or making
every atteinpi to raisc zlil people to the minimum level. And that matter is heing lookod

t. I do not lmxe nrecise figures as to what the cost would be to
make sure ithat evervong gets the mininmum :11?1“37 But it's my personzal opinion, and I
guess I'm not speaking now ulrccdy for the administration or the President, certainly by
September 1st and retronctive to July Ist we shou;u be paving zil peonle on campus the
minimum standard salaries in their ranges. And this is a recommendation which I hayve
made and I believe we will probably do it.
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into right ot this momen

Questiion: This is 2 guestion which grows from data that the Commission
obtained from your oifice on the salaries and {ringe benclits
for men and women faculty. Data is provided for each college
and each rank. There are some collieges and some ranks within
colleges where therc are no women (or no men) so that we have
12 posgsikle comparisons.

Comparing the same rank and in the same college: (a) the
total average salaries for men is higher than for women in

I1 out of 12 comparisons: (M) the dollar value of {ringe benefits
is higher for men than for womeén in 12 out of 12, and (c) the
total compensation is higher for men than for women in 12

out of 12 comparisons. There are two guestions arising

from this: (1) whether the ariministration at Carncgie-ilellon
is committed to equal pay for equal work: and (2) if so, what
plans does the administration have to incrcase the salary and
Iringe benefits to women faculty. (1)

Answer: To ansver the second part of that question what plans does the University
have to increase the salaries and fringe benefits for faculty women (or decrease the one
salary which is higher), the deans have been asked to take a look at all the people in their
colleges, to rate them along the dimensions whichIhave mentioned in addition to those
regarding sex and race and then when we see what that looks like, we will simply have to
proposc a plan which caoualizes the situation. I don't think there’s any other answer to
that question. The rate at which it's done will depend a little on the financial situation at
this University. I can't thinkk of anything elsc which can control the rate. There's recaliy
no question about the rightness of the matter. To say just a word about the financial

Firsi part of answer omitted duec to length.

(1)
O
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situation at the University. The University cannot create funds. So it will have to do
somce of its counalizatien and jts salary increascs in general by much closer control of the
total numhier of neonle wio waork for the University, v and large. the largest expendi-
turc jor this University is for personncl--something like 70-75 percent of our total
anmual expenditures are personnel expendilures. In many wayvs it prebally does not spend
enough money on its facilities and persennel maiters. Sinece it"s 1ot possible to erenie
moncy we all have {o conserve money so that people who do vwork at thic University are

prop't‘*’y paid with respeci to the concerns you have and with respoect to the amounts of
money they need to live. I think it'salong term propomuoa——so metiing less than ten
years., but morc than six months. And I don't mean tihat the administration is going to
look for either faculty or siaflfl pesitions to elimina tc so that it can ecualize the situation.
In beith arcas there is suificient turnover so that cqualization can taike place without

11
particular harm io any individual.

Expeciations AdC ¢ssed to Dr. Schatz

The Woimen of Carnegic-3ellon ask that you, as Vice Preside

nt for Academic Aflairs
and a men er ol ihe NManagement Commitiee, tcmc ail steps necessary to elfect the

{’JO

following:

(1) Vote funds immediately for: (a) evaluation of all johs that have not vet
been evaluated: (b) raising salaries for facuity, administrative and staff

women s that by the I"gll of 1972 systematic inequities will no longer
exist. (This includes raising salary ranges for staif vwomen iive
percent as recom:mended by Personnel and egualizing s lar‘es for

stafi across derpartments. Tor administrative and {faculty women,
this means bringzing the salaries in line with men in c‘nﬁpurable
po‘-‘j-‘ions‘,: (<) buf‘“‘ﬂ‘ o1 expenses of WCM-8ecretarial Assistance,

coet L

I4
duplicating cosis and raailings to start September 1, 1871
(2) Vote funds for ithe 'Y 1971-1972 to implement a pension program and
other fringe henefits acceptable to stafl, administrative and faculty
women.
(3) Urge all executives. deans and department he = 3 to aggressively

recruit women for faculty and administrative 0051’( ons and to
promote qgualified women to higher level positions immediately.

{(4) Reopen the cases of all faculty women terminated during 1970-1971
for any reason other than retirement, and refer the bases for inves-

tigation to the Office of Equal Opportunity.

(3) Recommend that the Board of Trustees elect a larger proportion of
women to its membership at its next mecting.

The Women of Carnegie-2Nlellon would like to take this opportuniiy to restate the posi-
tion of the women on the campus regarding the Office of Equal Ooportunitv which was
recommended by P1esluent Stever's Commission on the Status and Needs of Women,
July 9, 1971. We expect that a woman will be appointed either as Director of the Ofiice
of Equal Opportunitv or as Co-Director for Women's Aifairs. The woman selected {for
this position should be someone mutually acceptabkle to both the administration and the
Women of Carncgie-Nellon. We also expect that there will be 2 monitoring vchicle as
rccommended by the President's Commission. We fcel it is only fair to communicate to
the administration that any alternative other than having a woman either as Director or
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Co-Dirccior of the Office o

Equal Opportunily would i:e totally unaceeptable to the
women of Carncgie~Mcellon Uni

£
1
v \Ll’bl‘\ .

cllon would like to have a written report on the actions

The Womeoen of Carneoie-2I
mixey 7, 1971,

Too
taken by you before Sep teml

Sclectied Questions. Mr. Luster. August 13, 1871

Question: I understand that the U ni\-ersity has cngaged a consulting
firmm to study possil:le pension programs. What is the name
of the {irm? \\'h'u is thn specific task they have :een assigned?
And what will be the cost to the Universily for the studv?

Ansvwer: We are siariing some initial investigations to determine how many
emplovees are not covered by the TIAA or dMellon In &Luu e Retirement plans to get a total
prolile on all thosec people, annual salary, vears of service, birthdaies, sex. etc.--all of
which get into actuarial statisiics, to doiermine what ootcnual cosis could be. Ve are
working with George V. Buck, consulting actuarics pcension policy developers who have
been in the business for approximately 60 years working with many organizations in
developing. improving, rcevising and amending retivement programs in particular, and
many other beneiit programs.

At the moment they oiie just collecting information. TFrom there we'll have to sit down
with them and sax, whar do we think our needs are, and as thev look at what we think our
needs avre, we will get their ouninion of our needs put into the context of other crganizations.
We anticipate the consuliant costs to be avround 8530090 . Lut this isn't definite.

uestion: Uiniversity employees have not in the past been entitled to un-
employment compensation. What are the g neral implications

to CAIU employees of the recent chan clude universities
under federal unemployment compensation Iegis arion? Which
empiovees will be covered and what will the effective date he?

(J')
- O
[
0]
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Answer: che ral legislation swas passed which brought many non-profit organiza-
tions under unemuvloyvment compensation reqguircements. Each individual state in the union
must on its own pass additional enakling legislation to ave a state program. Pennsylvania
has not as yet dorc this. Now Pennsylvania almost has to do this some way between now
and Januarv of 1972, If not, Fcderal cognizance takes effect until the State would come in
with a program to take iis place.

Question: What thought has been given to possible benefits for part time
emplovees whose service continues over a period of time? For
example, the accumulation of days worked to allow a propor-
tionate numiber of days of paid vacation?

Answer: My personal feeling is this. If 2 person has been at the University for
some long period of time, this is a dlffCl ent circumstance and there should be considera-
tion given to benefits.

Question: Well, how do you feel about a practice where Iringe benefits
are rescinded unilaterallv? 7To my knowledge, this is the
only organization where this has happened.

Answer: I think what you are doing at the moment is taking something out of con-
O
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{ext, however, and t2lking about a specific item in 2 modification of various henctlits at a
time whoen two orgnnizations were irving to merge and we were (rving to cquate some
bhencelits across the camnpus so as 1o improve some other benefits, At the same time there
was a change in noid hojidavs, there was a substantial incereasce in the dgollars of benefit
which had Leen given to people in Blue Cross, Rlue Shicld and long term disability
insurance. In sonic of the things that were decided at the time the overall cffect was

not negative.

Question: Could yvou tell us how manyv people cnmiployved at that time chosc
not to pa 111(,muw‘7 Iost married women are covercd by their
huskands' policies. In my department only four out of cight

women chiose to participate. The other four are required to
iake the major medical, which they do not want.

Answer: There were 1800 emplovees at the timme and I think about 1600
participated.

Question: What diffcrence does it make that new fringe benefits are pro-
vided if they can be unilaterally revoked? The salaries are
low so the {fringe benefits are what attracted many women em-
plovees. Now the iuition remission pelicy also has been
revised affecting beoth faculty and staif. Some women who were
hired ten years ago were counting on keing akle to sead their
children here tuition-free if they were admitied. if two fringe
henefits hav E:co.: changed vithoui discussic . what guarantee
have we that other fringe benclits will not be w:z0? We are not
informed unrtil the final decision is madie,

Answer: Nothing 1s ever guaranteed anywhere but death. 1 am not ..cre to be baited
but to give you infor ) ah-onﬂ_

Questiion: YVWhat would 1 e ihe increase in cost to the University and partici-
pants if the DNajor Mledical and life insurance programs were
made optlo“al instead of compulsory?

Answer: I don't belicve it should be mandatory. I am willing to recommend that

it should be optional.

Current fringe benefits have evolved out of consideraticn for the needs of the male head
of a family. Some of these benefits do not apply equitably to the cingle or married women

employvees.

Expectations Addressed to Mr. Tuster

The Women of Carnegie-Mellon ask that you, as the officer responsible for developing
iringe benefit proposals for consideration by the Management Committce, and as a member
of that Committiee, suggest and promote the following:

By September 1971
(1) Reestablish all fringe bencfits that were part of the verbal hiring

contract of staff employees, namely: (a) six holidays during the
Christmas season (b) full remission of tuition.

o {2) Revise the tuition remission policy to allow employees to take classes
ERIC during the day and make up the time in a manner suitable to their
-
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departmoent,

(3) Provide for part-time employces to rceeive paid vacition duays in
proportion to the number of days worked in a twelve-month period--
at least 2.5 days for cvery 125 days worked.

(4) Provide for maternity leave--one-month lcave with pay plus the
option of an addilional month leuave withoutl puyv.

By Janutry 1, 1872

(1) The currcent major medical and life insurance prozrams and any
other fringe kenelit programs developed should he made optional.

(2) Inform Worecn of Carnegie-dellon in writing of the proposed nension
plans developed for staff employess and provide an item by *‘L““n com-
pariscen of beneflits and costs of the provosed nian with the University's
TIAA plan. This should be done us soon as possible but no later than

January 1, 1972,

(3y The life insurance policy is net favorable to older emplovees and the
long ‘=rm disabkility insurance benciits are least favorahle 1o the lower
paid employees. Allernate plans for both programs chould be investi-
gated to improve ihe proteclion of employees who A:”‘d proteciionmost.
Such alternate plans should be prescented to the WCAL for review and

comment as soon as possible and no later than January 1, 1972,

o]

By July 1, 1872

(1) Compute seniar ity for {ringe benefits for full tinie emplovees on the
basis of total time employed by CRIT. Total time would include time
accumulated prior to an earlier termination in empioyment as well as
prior part-time employment.

(2) Provide every woman emplovee with a description of her particular
fringe benefits.

The Women of Carnegie-Melion would like to take this opportunity to state their strong
feelings with respect to unilateral decisions on {ringe benefits. No fringe benefit pro-
grams should he instituted or revised at this University without the prior knowledge of
all affected empic.eces and acceptance by a majority of affected employees.

The Womer arnegie-Mellon would like to have from you by September 1, 1971 a
clear and conci: ammary of what life insurance and long term disability insurance pay-

ments to beneficinivies would be relative to age, salary and, if applicable, position of em-
ployee. We would also like a written report before Sceptember 7, 1971, on actions taken by
you relative to the requests siated above.

ERIC 143
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AFPOWE Snecial Comwmitice

The following is the report of the ATOWE Special Committee to study the salarics
ard {ringce benefits, gricvance procedures and ncrsonnel policies relating to staff
women. It was submitted to the Commiszsion on the Status and Needs of Women with a
reguest that it Lo ineluded in the final report.

The Commiitee is convinced that in general, and on all levels, people want to do a
good job. XIotivaticn to that end is certainly generated in parl by stated policies that
refleet the University's conce~rn for full communication, fair treaitment, remedial re-
course and-the personzl advancement of all its employees. The University especially
needs to formulate statements of policy in areas affecting iis staff employees. 69 per-
cent of whom are non-union female. Such empioyvees need a forum and a mechanism
wherein grievances arising out of the absence or malfunctioning of policy can be exam-—
ined, explained and relicved. Knowing policy and knowing procedure would prevent
minor probklems from hecoming grievances. More importantly, the sense of security
thus generated would lead to higher productivity to the murual advantage of University
and stoff.

The Committee strongly urges the early publication of a2 personnel handhook to be
distributed to all siaff employees. The Handbook must contain the statements of policy
hereafter spclled out; conditions of employment, benefits and promotion; and a de-
scription of the gricvance procedure which the University endorses (items for Handbook

utlined in Appendix of this Commitiee report).

It is Personnel Service’s responsibility to make sure that new personnel understand the
general terms of emplovimenti and policy stated in the Handbook. Particular office
practices and their exposition, within :che limits of gencral University policy are the
responsibility of the immediate supervisor.

The Commitiec requests that the University adopt tI» {ollowing statemecents of policy,

modifiablc in language wut not in intent:
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Communicntion

It is the intent of the University adminisiration that all maiiers affecting employec
relations be fully explained, and that employees should feel frece to seek information or
advice from persons inmmediotely charged with their supervision on any employment
maitier which is trouhling them, and to call attention to any condition which may apvoear

to ke onerating to their disadvantage. Time consumed in the presentation and discus-

sion of jobs related problems will not be deductied from hours worked.

IFair Trecatment and Personal Advancement

El}ipl())%@é arc encouraged io express their views on matters affecting their joks and
interests. Consideration is to be given their views bkefore reaching decisions materially
affecting them. Those who direct the work of others should sec to it that in the daily
opcration of their office no one is ignored on those things about which @ person has a
right te be consulicd.

The Universily administration, through the proper departmer’ (Perscnnel) will
provide channels of promotion to advance employees to more responsibility, both in
recoznition of the emplevee's paszt performance and to utilize the 2mployee's abilities
more fully in the greater demands of an advanced position. The sex of the applicants
being considered is irrelevant, but seniority is a factor to be taken into account. In
so {ar as possible, promotions will e made within the University. Further, any em-
ployee making an cffort to advance need not {car prejudicial treatment from the depart-

ment the employee is leaving, and is assured confidentiality on the part of the department

advising and assisting.

Remedial Recourse

. It is the policy of the University administration to provide relief against any possible
arbitrariness, procrastinalion or oppression at any level of authority through the pro-

cedure agreed upon, without fear of retribution or prejudice. To that end a Grievance

O
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Commitice is cstablished to represent the staffl empiorees. (The make-up, function and

procedure of the Gricvance Commitice is a special scotion of the Handbook.)

The Gricvaonce Committece

Membership

Members shall consist of stail employvees, one eleciaed from cach of thic following

«

uniis: College ol Tine Arts, Carmicgie Institute of Technology, Graduate Schoo Indus-

Do

yomd

o
trial Administration, Humanities and Social Sciences, Hunt Library, Margaret Moryvison

College, 2Mcllon Institute, MMellon Instituie of Science, Scheol of Urbkan and Public

Carnecgic
Affairs and one represcntative collectively for all oifices not included in the foregoing.
Election will be conducted by the Office of Equal Opportunity in September of each year.

Candidates will be nominated by stail employee-. A1l stalf emiplovees are entitled to

vole. The term is for ornze yvear and no member may serve twr consecutive terms,

The Director or Co-Divecior of OEO {(whichever is 2 woman) will serve as a consul-
tant to the Commiitee and as its representative with the Chairperson of the Committee in
matters to be aken up with the University administratien.

Members must make themselves conversant with ithe purpose and proccdure of the
Committee. The elected memlers shall select 2 Chailyperson for the year and such other

cilicers as they deem necessary (record clerk, ete.). In recognition of the need and
usefulness ¢! this Comunittee, spacc and the materials necessary to its functioning will be

provided by the University at a site agrceabkle to the Committee.

Function
The function of the Commiiiee is to determine if there is a legitimate grievance, to

bring it to the atiention of the person having the authority and responsibility to give relief,

and o pursue the matter to a decision within three dayvs unless nced of a time extension

is receaonized by the Gricvance Commitice.

Elk\[‘c 111
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Grievance
A gricvance is any condition of employiment adversely affecting an employee. This
includes guestions of job environment, contract of ewinloyment and administration

policies or their abscnce.

o4

Most on—thc-ioh problems can he settled » employvee and her supervisor dis-

cussing them and undcrstanding the common goals and policics of their department.

Procedure

A grievance should first be discussed with the supervisor, whose responsibility
it is to consider and settle problems as quickly as possible.

If an emplovee has experienced an attitude of non-involvement on the part of her
supervisor, however. rccourse may be had in the first instance to the Gricvance Com-
mitice represcentative of her unit or any other, whose {irst duty it is to advise the

employee whether there is a legitimate grievance. and then to suggest a furiher step.

If the supervisor has first been approached by the employee and {ails to act promptiz.
or without salisfactory relicf, the cmplovee may apply to the representative of her unit
or any other, who will acdvise her and h2lp her to put her grievance in a wriiten state-
ment. The represcentative then requestis a hearing, and for this purpose a three-member
pancl will be appointed including the emplovee's chosen representative. The Commitiec
should have all hearings taped so that no misunderstanding of th2e oral presentation of

any party to the procedure can arisc in the course of examining, explaining or relieving

the situation.

Options

If the Committee feels there is a legitimate grievance, certain options are available

to the employce:

(1) The Commitiee could represent the employec or appear with her in
another discussion with the supcrvisor {suggestied where the griev-
ance arisecs out of job environment and the solution liecs wholly within

the superviser’s authority).

RIC 557
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(2) The Committec may refer “10 cmnlovee e Personnel Services
or represent the emnloves's grievance to thot Department on her be-
half (suggestied whoere the crmuuc* of employment, job advancement
by transler cr promotion are involveu).

(3) The Commitice mayv refer or representi the employvee to the Olfice
of Equal Opnortuniiy (CL”"“C“T.Ci where stated administration policy

is not functiconing or clearly funciioning to the disadvaniagze of this
emplo;c and pover to give rcl .1;1 is beycnd the supervisor or

Persommn '*1 Services).

(4) If the emplovee is dissatisiicd at any of these levels, she may
appeal to the next authority.

In any option, some disposition must be made by the person
- responsible within tnree davs, unless the need for additional

time is rccognized by the Grievance Commitiee

If the embloyee reguests representation by the Committee and feels that representa-

fion was Inadeguaice at any level, the emplovee may pursue the matier on her ovwn.

In representing the employce the Commitice expecis to work co~operatively with
Personnel Services, in getting the facts straizht which that Department can pro-

vide; and with the Oifice of Equal Opportunity for interpretation of policy and law.

Where there 1s any delay in the applicaticn of the power to give relief on whatever
Ievel, the Committce, with the employee’s consent, will pursue the matter until a firm
commitment to this employece’s need is admitted and a deeision made,

All grievances presented at all levels must be in writing and their receipt immed-
iately aciknowledged in writing. Disposition of the matter miust 2lso he in writing,
signed hy the person having the suthority to do so. An aclknowledgement of satisfaction
must be sceurcu from the emplovee. These become part of the record of the Committee
orn. Grievances which assures co{ldentiality.

The matter of confident__lity is of the greatest concern to the Cominittee, which

73

will remain alert to the possibili - <t so~ecalled gricvances may arise from misunder-

. standing of both the supcrvisor's and the employce'’s reaction to its application.
The Conuni‘tec feels most proble: need rot esealate into grievances, and if a better

relationship results [rom its initial services, the foefs are useful as a learning

O
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cxperience eniv to thoese in the particular confrontation. lowever, an expericencee bank
increcases the usefulness of the Committce, Therciore it will keep records.

Any emplovee submitting a candidate for clection to the Grievance Comumiitee must
be satisiied that the candidate can keep a confidence; and none so nominalicd should
accept a candidacy who honestly feels in the event of clection that reticence would be

u

a hurden 1o her nature,

Pledge of Grievance Comuimitiee Members
The Commitiee pledgces that it will carcifully check the facts; that it will exercise the
courage to sa3 no and explain why there is no legitimate grievance to the embdloyvee; that
it will not use the grievance precedure as a tool of harassment against the Uriversity.
The Committec has adopited a sct of nationally accepted guidelines for its internal

on of its members

|.u

action which will be a part of the orientat

1~

If the University delays publicaticn of the very necessary Handbook, the Committee

T~

reguests that the Statements of Policy and Grievance Procedure be circulated separately.

And, as soon as possible, office space should he made available to the Committee.

9 | 439
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APOWE Avnpendin AL Ilandbook Tnlormation Nequiremaonts

What the University expects from the employee

Siatements of Universitly policy: communication, fair treatment
personal advancement, remedial recourse

Basic work-week hovrs and overtime pay

Job classifications: should inciude job titie and grade number

“Wage Scale: should include grade numbcer and salary

Retirement and pension nlans (The statement on pensions may be a
spécial section of the Harnwdbnook. The Report of the sub-committee on

peunsions is attached to the full Committee reicrt, anda is made a part
of the recommendations.)

~

Recruitment of employces from within the Univers

,._
~*
R

2id holidays
Vacations
Bencflits to part-time employees
Voluntary, not compulsory, group insurance (life, major medical)
Leave of absence
Paid maternity leave
Health and Security Commitiees: described as they are and how they {vnction

Bereavement: definite time-off for immediate family not subtracied
from sick lecave

Grievance rclicefl: through Guoievance Committee representation at any
level upon written statement of grievance: without fear of reprisal or
prejudice; ordinarily within three days. (Completle statement of Grievance
Procedure)

Transler of jebs—--reapnointments

Discharge cases (statement {rom adminisiration on policy for termination
of emploiee)

Tuition remission

Statement of reference to IFair Labor Standards Act, Public Law 89-601

O
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Stetemoent on discriminatiion {rnust have deflinite stafement)
Rluc Cross/Tluc Shicld

Short and Iong term disalility

Workmen's compensgaiion {(on-the-job accidents)

Death henefits

Travel insura: ~e (out-of-city travel on Universily business)

Blood hank and blood donations (iime off without loss of pay granted for

emergency Plood donation)

[Pt

Jury dutly

Cafeteria facilities

Use of University facilities (library, tennis courts, etec.)

Parking
Salary revicews (states that all salaries are reviewed annually at which
lime increases may be granted on a merit hasis)

Service recognition

Check depozit service and check cashing privileges
Credit Union

Savings bonds

Safety glasses

Work uniforms

Sports admissions

Pay advances

Health -ervice and flu shotis

Pension Sub-Committec of the APOWE Special Commitice

We find that somie emplovees with 15 or more years of service at reiirement age are
receiving no pension payments from Carncgie-Mellon University because of the tic-in to
social sccurity. e therelore recommend the [ollowing:

(I) The choice of participation in cither a contributory pension program

Q 4 >
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at least as wood as TIAA-CRIETE or i non-¢ sutory program with
no tic-in to social sccuyr 11\.

(a) Under a contributory insurance plan: the contribu-
tions of :\ff sheould he on a lower scale than those
of profegsionals in corsideraiion of lower salary
ranges rmd lz month pay period

&1

() Under a non-contributory: the pension benefit would
be an accepiable percentage of final month's ;'11&1)_;
with no tic-in te social socurity.  Swadf swould d
eligible after 10 years scrvice. Calculation of such
to include ail periods of full-timec cmplovment. An
acceptable minimum weuld e established regardless
of percentage.

(2} _Any policics adopted regarding pension programs wouvld contain a
crandfather's clause to protect personnel with service who will not
benefit under 2 new program.

(3) Anv new provisions or revisions of the present prozram should he

submitied ior ) : wecs affecied. Approval of a2

meajority e dired to institute o new program

OT TEV.SC ine

N
1

-
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Considcration should be given to employvees’ views kefore o .ching decisions materi-
ally aflfceting them. The emplerees who served on the Pension Committee therefore
voluntecer their services to the administration to expedile any revisions or provisions

necessary 1o reach 2 mutual agreement.

Alumnae Task Force of WCLIT

The Commission was not specifically charged to address itself tc the opportunities
or assistance offered women alumnae. However, at the request of Evelyn Murrin, the
Director of the Commission obtained permission from the Vice President for Academic
Affairs to include a summary of alumnae concerns in the Commission's final report.
Input for this scciion of the report came from private interviews with several alumnae
and {from the report and letters from the Alumnae Task Force of WCM. Conceraed

T

alumnac appear to be particularly interested in the fellowing:

Contlinuinz Placemeoent

The Placement Office should expand its activities to systematically deter-
Q
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mine ihc- carcer reactivation or developmoent 1“"(vr’;s of alumnac and {o usc
the peri-ods when gruduating stadents require their services less 1o aciively
inform pr cm',cctix'r: cmployers of the talent pool i“ the alumnae population.

Ther~ is a need
retraining nceds)
work force after

Continuing T7
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ersitl
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Potential--includ
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Un
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through
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for a program or
support (o imp
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o make it casie
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for nmrc counseling (concerning carcer oppori

ence Collere,
¢s have continuing cducaiion prozrams that are nati
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lement tiie proposa

unitics or
of a eiurn to the

a icmpo

especialliy women who want to re

abhscncee.

lumn ac,
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igaly,

Universitv of Michi Claremon

1 Stoinbic

i pronosais—-the

crg-Lleyvd proposal
roposal for a Colicue for 1

ithe uoxclo* nmeni of Ifuman

cd consideration of Juc tional onportunitics {for wonien
al res ch, carcer guidance, provision of role modeis,

ion. lectures, condercences and provision of scholarshins

zluinnae would like the Universiiy to develion o proposal
college aleny these lines and actlive'y seck financial

I.

- O

7o
~

sear

h

Ccm’: wayvs within existing pro:ams and structures
nature women to update their sii:ils.

Involvement

in Universityv Activitices

The Alumni Offic

administrative po
ongoing Cconcerns
volved in recruird
ship on 1l
to join or
the develonm
research pro
for child care.

<

(T')

o

In addition,

ideas to the University ad

lished for insuring equal

0ne C:\IL Eoax
12y a part of
ent of a chL a carc center on campus
ams to increasc knowledge

2 should encourace regional clans to consider women in

sitions. JMlore active involvement of alumnae in

of the University might be possible if theyv could e In-

ng effo 115. More women shoula be electer: to member—
“d of Trusices. As an adjurcet to cncourazing womaon

e the University shouid encourage
and educational and

and programs

work foree,

4
L
T

about child care

the alumnae would like a more direci means of communicating their

ninistralion and have suggesicd that whatcver office is cstab-

opportunily should maintain ccutact with the Alumni Office to

develop progra...

The alur nac

~

of interest to alumnae.

~ould like for the Deveiopment Office to assign to a

member of their

staff responsikility for solieiting

O
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support from alumni for progra

ns for women on campus.
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CIHHAPTER IV, RECOMMENDATION TOR MOCOXNITORIXNG VEHICILE

Part four of the President’'s charge asked that the Commission
recommend a continuing vehicle for moniicring the impicmentaiion of an
affirmative uction program and suggest which offices within the University

should be responsible for various aszpects of implementation.

In its Preliminary Report, the Commission reviewed the wayvs in which several other

s

universities have chousen to administer their affirmative action plans, and concluded that
it was both common and desirable that a special office e created, charged with over-
seeing the implementation of affirmative action programs, o . placed administiratively
at it level high encugh 12 exercise the aathorify necessary o fulfill its charge. In the
course of discussions with representatives of the adminisiration, the Commissicn
modificd these original suggesiions, to the extent of agrecing that any such olfice should
have responsibility for minoritics as well as women. On July 10, 1€71, the Comimission
sent a formual recommendation to President Stever suggesting the creation, by September
1, 1871, of an "Office of Zaqual Opportunity  (OEQ), to be charged wiih monitoring CMU's
developing affirmative acticn programs for women and minorities. With some modifica-

tions, the Commission continues to endorse that July proposal, excerpts and summaries

of which are presgented below.

CO-DIRECTORS
The Commissioners are concerncd that the OEO should not appear to {avor either

minorities or women, but that both groups should have energetic, responsible

(o 4124
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representation.  To wncet these concerns, the Commission reconimends thut the CEO be
dirccted by two half time Co-Directors, onc a woman and the cther a minovity person,
charged with responsibilities for affirmative action plans for women and minorities,
respcctively. The half time status of Ce-Dircetlers is recommended primarily in an

effort to avoid isolaling the Cu-Direclors fron: the rest of CMU operations; thus, the

Commission ex *)ﬂc‘m aat the Co-Dircctors would devote the remainder  of their time to
some division of the University other than the OIO. This "joint appointment’ arrs ge-

ment would also lacilitete the phasing out of the OFEO in two or threc years, when its

nissicn is accompiished and existing divisions of the Universiiy can assumec its

REPORTING RELATIOXNEIIIPS

The reporting structure originally recommendsd by the Commigsion on July 10 is
now out of date, duc io the departurc of Vice Prcgident Kibbee. Originally, the
Commission recommended that the QEO report to throe Vice Presidents, a complexity
which g2emed necessary in view of the broad mandate of zuch an office. A modifica-
tion of that recommendation suggesteu now is that the OEO Co-Directors should be
responsible to the Manazement Commitiee or fo whatever executive comunittee replaces
it should there he a reorgnnization in the CMU administrative structure. Alternatively,

the Co-~-Directors might report direcliy to the President as Special Assistanis.

QEO COUXNCIL
The Commission recommends that an OEO Councii be established both to assist the
OEO Staflf in their monitoring cfforts, and to help creite an awarcness among and to

elicit support from the operating units of the University from which Counsel members

125



Such o council should probably Lo limited to 10 or 12 individuals, represent-

are drauwn.,

ing varicus occupational units an  levels al CAT; the Commission recommeoends that they

be appointed by the Co-Dircetors in censulliciion with the Muanagement Committee and

with affected groups on campus.

el

COMDMISSION ON STATUS AND NEEDS OF WOMEN AND MINCRITIES

To further insure that the University makes satisiactory progress toward eficcting

egual opporiunitizs for women and minorities, a Commission on the Slatus & 4 Needs of

Women and dMinorities at CHMU should meetl ot six raonth intervals to evalurte progress

ade towurds this gonl, and revort its findings divectiy fo the President. JMemboership

Wit

m

is suggested as foilows: elecled representatives of each campus

on the Commission goe

group concernad with opportunitics jor women and minorities; appointees of the President

representing each eollege and maicr cmployraent catezory; representiatives from the

aculty Senate, Student Senate. Sizif Council and Student Government sclected by their

It iz further suggesied that the Commission issue periodic

respective organizations,
public reportis of ite findings to 211 members of the campus community.
PROPOSED FUNCTIONXNS IFOR TIIE CEO

At the mosti generai level, the functions of the QEQ are fix o develop and then to

moniior the implemeatation of affirmative actic @ programs for minorities and women

at Carnegie-Mellon University. Practically, it seems likely that the dircction of major

effort within the OEO will chanre somewhat over time, beginning with early efforts to

of active discussion and planning

~

develop aifirmative action programes, through n period
with various implementing division~, to a laie™ stage of monitoring the results of
implementation efioris.

ERIC
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Allnouph it Is not es

point,

it is cleer w us that such an office should include at least the following

(1)

(

4

)

Receruitment efforts--71 O <hould provide assistarace to
operationnl units in the ~f'”o“t<' to find quulified or gualifiuble
women and minoritics for emplovment. Specifically the Co-
Dircciors should mainiain contact witit proiessional and lakhor
groups which have access (o potendal job candidaies and where-
ever possible should provide resumes o dewns, depurtment
heads and divectors for their consideration. Proccdurces should
be esiablished to insure that the OEQ is inlormed aboutl vacan-
cies for stuif and faculty posilions, and is given the opportunity
to review appointments for compliance with the atfirmutive

dction plan.

Data celleclion—--As an cssential part of its monitoring funclion,
the OFEO musl collect pertin

the Office should recommend w lz:zto\cv c*.a;'x{_,gs in exi 1ing

practices it considers necessary to insure smooth operation

of moniitoring cfioris in the future

Campus education—--The OO should make suvre that the campus
as o whole is avnre of itg activities and vndersiands the need

PE

for therm. Training sessions for supervisory personnel should

~

be deveioped, as well as speciiie grievance procedures and a
program for cducation with respect to scex wnd race discrimina-
tion. The Co-Dircctors and Council should promulgate policics

stablished to cqualize oppoirtunitics for woemen and minorities
and communicate to all concerned the implications of those
policics and the actions necded to implen:ient them.

Assistance in implementation efforis other than recruitment—-
Te OEO should provide assisiance to campus groups and
divisions which require help in developing and operating pro-
grams designed to enhance the opportunities for women and
minoritics., Tor example secretarial and research assistanc

might be provided to women's groups intcrested in developin
pilot courses in the area o{ women's studies or in bringing
speakers to campus. In some cascs, the OEO might also
assume the role ol advocate for an individual who alleges that
he or she has becn discriminated ageinst because of sex, race
or other minority status.

TIMNIE SCHEDULL
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ssinle o speeify all of the precise functions of the OIZO at this

activiticos:

The OEO shoutd prohably expeel to complete its mission within two or threc years.



The proposcd time schodule below s illastrative of the sort of phuasing that scems

reasonable 1o the Commis. ion.

Phase 1: Sepiember - Twoeember 1870

The Co-Dircctors should familiarize the Council members with the worlk of the
Commission on the Stauws and Needs of Women und with relevant literature from off-
campus sources. The Co-Directors and the Council should confer with opes “lonal
units wit:h respect fo implementation of measures to cnhance the opportunities for
women and minorities and they sheuld develop procedures for educating the campus com-
munity about the measures needed Jor such. During this period, the Co-Directors and

the Council will foliow ihe affirmative aclion and other plans devised previously, and

continuc to develop addivicnal plans as needed.

IN\)

Phase 2: January - 3larch 187

Y 1

The Co-Directors and the Council should {ocus on establishing procedures for
rionitoring the implemcentiation of measures to enhance the opportunities for women
and minorities. Initial testing of these procedures through early monitoring efforts

should be well under way by the end of this phase.

Phase 3: April 1572 - September 1973

During the second year of its opcration, the OO and the Council should function
primarily to audit the monitoring procedures developed during the preceding year.
1t should also conduct the necessary studies to evaluate the plans developed, the

implementing proccdurcs and the monitoring devices. Leadership for these evaluation

O
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studic = will be provided by A report of these evaluative studics
should be submiticd by September 1973,

Durixz ihe final montihs of this phase, the OLO should identify and transfer responsi-
bhilities to the cperational

nal units that will continue the monitoring function as part of their
regular aclivities,

o
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CHAPTER V: RECOMMENDATIONS A:

ND RO D OUTLINES
FOR ATTFIRAMATIVE ACT

I

In its preliminary report the Commission made some 39 recommeendations. Approxi-

5]

matcly hall of these were Iabeled as immediately accentable hy the administration, and

Turther work-was requestied on the remaindeyr. (4 copyv of the original 29 ~ecommendations,
with administration reaction Lo each one, is available from Commizsion files.)

In preparing this final revort the Cominission carefully reviewed its original recommen-
dations, eliminated scme, modified others, added many and in general tried te e more

specific and operational in language. Thic result was an increase {rom 33 to 55 recommen-

)_

dations in five prohlem areas which represcnt the major kinds of difficalties encouniered
by women at CAU. These arc:

A. Incompleie and inconsistent rcecords, and poor communication
of information.

B. Underrepresentiation of women in faculty and administrative positions.

C. Ilnadequate representation of women on decision-making bodies.

D. Lower pay for women than men for the same work.

E. Decline of educatlional opportunities for women at CMU
A, THE PROBLIEN: INCOMPLETE AND INCONSISTENT RECORDRS, AND POOR

COMMUNICATION OF INFORMATION
A percsistent problem f{for the Commission was the difficulty of obiaining clear accurate

data about the status and needs of women staff, faculty and students. Such data, obviously
necessary for program planning as well as for determining whether or not sex bias exists,

often had 1o be generated especially for the Commission because they are not routinely

obtained or storcd.

O
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A related difficulty was that many women do not know what CAMU's personnce? policies

arc, cven those which direaily aifcet therm. In part, both problains probably reflect a

gencral histo oy of deecentralized personnel procedurces ot CRIU., Ilowever, the problom
of missing or poorly communricated job information scems most acutle in job categorics
which zre, perhaps coincidenially, predominantly filled by women emploveces, namely,

ctarial staff. The rccommendations which follow arc designed

to establish record keeping that will facilitate the monitoring efforts of the Office of Iqgual

Opportunity, and insure ihat all employeces at CMU have {ull information regarding their

occupational staius. Although deliciencies in cmpleyee data were outstanding, the

Commn:ission also found 1*~suﬂ1c~1em data on the status and neceds of women studaents.

Recommendations on Personnel Records

1. All personnel records, whether in files or on the computer, should indicate the

sex of the person.

)

2. Eac

\J

1 emy

lovee's file, both faculty and staff, should contnin updated information
on marital status and number and ages of children and other dependents in order to pro-
vide information rneeded for planning fringe henelfits such as maternity leave.

3. The Personnel Services Department should develop jeb descriptions for all exemipt
non-faculty not presently described at CAMU. When completed, these descriptions should
serve as the basis {for a comparison of salaries for men and women within specific job
categories. The OEO should recommend corrective action as necessary.

4. The Personnel Services Department should work with the staff of the OEO to
obtain and analyze data on salaries of part time employees, using a standardized pro-

rated hourly wage which permits comparing the average carnings of women and me.

Recommendations on Information for Emplovees

Many women expressed dissatisfaction at their lack of information about their own

jobs. To correct this situation, the Commission recommends that:

o 434
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5. The Per=onncl Services Doepartment should wovrk with represeniotives from

APOVWE and WCRXM to draw up an employvee IHandboolk which would be distributed to all new

ca s il

CMTU employces at the time of hiring, and to all employees at the start of each acadoemic

o -
vear. The Handbook should include a description of the procedures usged to classifv jobs

~ey

into pay grades and should prescent the pay ranges within cach grade.

The Fandbook
should e updated annually. Other detailed suggestions for the Handhbook have been
1 “ oD
prepared by the APOWTI Spacial Committee and are included in this report.
6. The Persomnel Services Department should develop a form which contains each

indiv mm-) cmnlovee's current job description, full time

or part time status, frince bhene-

{its, classification, pay grade and salary range for grade and individual salary (prorated

for part time cmplovees). These forms should be updated at least once a yvear and filed

in cach employee's personnel folder. In addition, a copy of the annually updated form

o the empliorece. The form should clearly indicate what avenues of re-

should ne sent

dress are available to any employee with gquestions or compiaints about his or her job

Recommendations on Informsostion atrout Women Siudenis

140 [

The Commission lacks much data on women students, partly because students were

not available during the summezr when the bulk of its rescarch had to be done. RBut the
Commission found that much of the required data on students is not collected, stored
or analyzed by sex. To obtain the needed data, the Commission recommends that:

7. The Oifice of Institutionzl Research snould prepare academic prediction equations

separately for men and women, starting with MS and CIT, to determine whether

correlations between grades and predictor variables diffcr by sex. The results of these

studies should be available to the Admissions Qifice.

g, he OEO Co-Director for Women's Affairs should work with the Office of Institu-

tional Research to generate more information about:

Q 127
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(1) Tiousi: v;-—-—\\ hat ontionz in honsing nccommoaodsiions are of interest
to siudents 2 Do wonmmon Sf.l_frfv;'-‘n;s wish 1o hnve security personnel
availalde In their residence arcas, and if so, what shonld thie
dutics ! such pevsonnel inciude? Do women wish (o have 4 res-
idencee staff? What tvpe of residence counseling sorvices ca
women want? Do women know how much theso services add to
iheir housing costs 2 How much are women willing to pay for
these services 7

(b} Classroom Dias--"What attiludes do men and women situdents hold
regarding Lhe acade:mic abiiity of women stuconts and faculiv?
What aititudes do thew poerceive their teachers to have rezarding
womoen? Are therce svecific insvances of cleaviy bigoted siaic—-
menis against womeoen in the classroomn?

9. Student admissic
ing iniormation for individuals

Name of ap
{follow-thro
dure accentu

or not the '”“j"ic
applicant woz
in schaol: de;jx
admission: d wh

~ =
wLliil

ooy
<t

10. Iiec

us data shouwld be expandced to

ords on financial aild decis

permit ecasy retrieval of the foliow-

and groups:
1d other test scores: audition or portfolio
vaivation using some guaatifiablice proce-
crg and to ihe CIA deparimenis: wheiser
cdmisgion and if =0, wheiher or not
2id: clagsification ol applicant by veor
v whether or not "10 '=rpi am accepe
s

ic

retained for five vears, or until

the siudent graduates, in order to permit easy determination of possible sex bias in
avwards., The informeation which should be recorded includes
Name of applicant: sex; classification by academic vear; department
option (where applicable); financial need as cstabliched iy the College
Scholarship Scrvice (CSSY: amount of financial nceced recosnized by

Q
CAMU; total value of awa

rdd vackage ofiered:

s

poition offered in scholar-

ship, loan and work study: acce}s:ance or 1on acceptance by a

11,

to student receipt ¢f financial aid in programs where
centralized in the Tinancial Aid Office, as in CMAP and CTA.
be some disparity between men a
the Commission recommeunds that:

and kind of aid they receive,

CTA departments should prepare a ranking of applicants
assesscd talent.

(2)

(1)

by financial need.

O
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Some special changes in record keeping apparently reed to he

pplicant.

made with resrect

these decisions are not entirely
Since there appears to

1l women students in some departments in the amount

by

The Financial Aid Office should prepare a ranking of applicant



(¢)  The actval financial oid awsrds should he comrared 1o cach of these
two sets of ronkings o determine whother women applicanis reccive
less ajd becavso they come irom vealihier families. or bocausce they
arce rated as less talenied (in depurtments in which aid is partly de-
pendent on estimates ol ability).

If the latici proves to be the casc, further aucslions need to be con-
sidered abwout the extont Lo which bias :u,amsf won 1on could unwittingly
lower the estimates OL talent of women applicanis. The O;‘O Co-
Directos for Women's Affuirs shenld meet wi "‘1 CD sentatives from
CFA departments 1o f-wjloxc the feasibility of pro cc(j res for estimat-
ing talent wirich conceal the sex ol the applicant.

12, The Student Senate shoulid appoint a special commitize to monitor participation

by wemen in voed orgonizations on campus. The commiitee should study the pattern of

<

women's participaiion on campus and note both what proportions of members and of
.

leaders are women. The commitice should repert its findings to the Student Senate and

to the gencral campus community.

B. THE TPROBLEMN: UNDERREPRESENTATION OF WOMEN IN FACULTY AND
T

U 2 g T
ADMINISTRATIVID POSITIONS

Althougn women muake up approximately one-third of CAiUJ's work force, they arc only
12 percent of the faculty and 16 percent of officials and managers. It is clear to the
Commission that eficris must be made hoth to facilitaie promotion of women at CMU and
to recruit qualified women from olf campus. The recommendatiors below are directed

to these objectives.

Recommendations on Carcer Development for Women

Because of the present financial constraints at CMU, it may prove casier to promote
existing employees rather than to hire new people at top levels. For this reason, and
because the Commission belicves that liitle effort has been expended until now to promote
women from within, the Commission recommends that:

13. The President should ask each Dean, Department IHead, Director and University
Officer to prepare a written promotability review for each of his women employees.

This 1eview shouald state clearly the qualifications necessary for the women to be promoted

Q i 4
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within that departmoent, oans should indicats « Lot opportunitics exist o1 her to acquic

and devclop these cualifications Theae reviews should e discussed with the women in-
volved, and with the CRO Co-Direcior for Women's Affairs, who should actl as a resource
persor both Lo the departmemic aud to the women employ zes.

14. CMU should Luild on iis preseni cducational strerngihs in develeping new nrograms
to qualify women {or pasitions in University administraticns. Specificully, the Commis-
sion rccommends {hat the Dean of GSIA, worlking with his fwculty and the OEO Co-
Dircclor for Women's Affairs, develop zpecial carcer programs for women administra-

tors _

Recommendations on New Ernapnlovees

+

I the represencation of women on CAIU's faculiy and administrative stail is to increcase

1L

substantially, new women employees must obviously be s#dded. The Commission reccom-

12. Target levels for percentaze of women faculty shiculd ke develoued by cach aca-
demic department through discussions held betwcen the department chairmen, OEC Co-

c Affairs and the dean of the

,_n

Director for Women's Affairs, Vice President for Academ
college involved, The levels should reflect the percentage of gqua lified women in a field
naftionally as well as the percentage of women graduating in that field from CMU. TFor
social sciences and humanities fields, but most particularly for the physical sciences,
the largets should reficet the percentage ol women doctorates nationally in a 1ield and
the percentage of women receiving docteoraies from CMU in those fields. These two
levels define the potential pool from which faculty members can be drawn. Time sched-
ules {o mect these target levels should be decided and specified in writing.

16. Similar target ievels should be established for women administrators, through

discussions held beiween the head of the administrative unit, the OEO Co-Director for

Women's Affairs, the Director of Personnel Scrvices and the Vice President for Business

Q 1:35
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Affairs. The levels reached shouid refleet the percentage of waomen i the nadioral labov
force (@pproximately 20 pereent) which is the potential pool of available women who can
be mualificd for adminisivaiive nesitions. Time schedules for reaching these target levels
should be decided and specified in writing.

17. As pogitions bocome available the deparimental chairman oxr adniinis. rator should
preparce written job descriptions and statements of candidate requirements fer faculty and
administrative positiciis. Copics of these documents should be sent to the OEQ Co-
Director for Women's Affairs who should use her good offices and her contacts with and
knowiedge OZ’ professional women's organizations to assist in locating gualified women
candidaies.

18. As one check on the implementation of these recommendations, the Payroll Depart-
ment should be asked to forward to the OEO stafl a notice of every addition to the payroll;
when these additions are for men cmployees, the OEO Co-Dircectior for Women's Aflairs
may ask the employing unit to demonstrate what efforts were made to locate a qualified
woman zefore the position was oifered to a man. Where the OEO Co-Director has reason
to believe that the emnloving unit is byvpassing the letter ox the inient of CXIU's affirma-
tive action program, shc may recommend to the President that subsequent personnel
decisions in that urit must be approved by the OEO.

C. THIE PROBLEM: INADEQUATE REPRESENTATION OF WOJMEN ON
DECISION-MAKING BODIES

One clecar conseguence of the general finding that women are underrepresented at the
upper levels of educational and administrative carecr lines is that they have very limited
opportunity to participate in the development of poliey whichk afiects them. For example,
the Commission noted with concern that there are no women on the University Management
Committee, that part time faculty (23 pzrcent of whom arc women) have no representa-
tion in the facully senate; that staff women have no official voice and that there are few

women on tenure and promotions commitieces. The following recommendations are

)
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Lo Lot mmore womer: onto commmitices vwhich make significont policy deeisions at

decicnea

CLIU.

Neocommandations on FFaculiy Sonaie Commitlices

The Commission considers the TFaculty Senate to have a geood record of representa-

.

tion of women iu the Scnate itself, with 2 somoeowhat less outstanding record for women
on Scnate committeces., Accordingly, the Commission recommeoends:

19. The Chairman of the FFuculiy Senate should immediately appoint at least one

1

woman te the Senate commiitee which does not now have wormen members, that is, the

Rudger Committee
20. Doth in the nominations for elected members of the Facully Senate Ixecutive
Comnniiicr, and in decisions concerning appointed members, care should be exercised

to insurc that women candidates are considered and that they are not limited to sterco-

typed rolcs, such as secretary.

21. The Chairman of the Taculiy Senate should initiate discussion between his Qffic
and the Senate represeniatives of the lihrarians, most of whom are women, with the ohjece-

tive of finding new ways to improve their status in the University faculty. As a first

step, the Commission suggests that the Senator from the library stalf be appointed io the

Executive Committee of the Faculiy Senate.
22. The Chairman of the Faculiy Senate and the Vice President for Academic Affairs

should zsk that the Educational Policy Council (EPC) study the sialus of part time faculty
nemhkers, many of whom arc women. Representatives from the part time faculty should
be invited to appear before EPC, and the OEO Co-Direcior for Women's Affairs should be
invited to present a working paper on recommended changes. Althcough eventual policy
should be decided thiough these deliberations, the Commission recommends to EPC that
part time f{aculty should receive proportional fringe benefits, they should be permitted to
count their service towards promotion and tenure and they should be represented in the
Faculty Senate.

O
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Recommondations on Qther Connmitices

In addition to Scinate commiitees, theire are a numbeyr of important Universiiy councils
and commitices on which women are underreprescnied. The Commission recommends
thai:

23. The number of women on the Deard of Trustces should be increased. The Commis-—
sion understiands that three alumni {rustee positions will be open in 1871: if this infocrima-
tion is corrcct, the Commissicon recommiends that at least two of these positions be given
to women. The Commission suggests that the Alumnae Task Force of WCAM be consulied
in the scavch for women trustees.

24, Women should e appointed at once to those college councils in which women axrc

underrepresented, to University tenure and promotions committees and to University

(21

and college committees which currently have 1o women nmiembers., The number of women

appointied should lie ketween a minimum set by their propoviior tmong faculty in theappro-

riate college to 2 maximum set by the proportion of women in the total undergraduate stu-

2.

dent body, but should in no case be less than one woman.

wn

25. The OEQ Cce-~Direcior for Women's Affairs should he 2 member of the President's

staff, that is, a2 member of the CMU MNanagement Commitice.

Recommendations on Staff and Administratinve Women

The recommendations above do not cover staff women, for whom there is no prescnt
structure, group or committec through which they can parlicipate in the decisions which
affect their conditions of employment. To correct this situation, the Commission recom-
.mends that:

26. Staff employees at CMU should develop a council whose responsibilities wiil in-
qlucle the study of employment conditions affecting staif at CMU, communicating staff
attitudes to the administratio and promoting changes desired by staff employees. The

OEQ Co-Director for Women's Affairs should coordinaie cfforis to identify what the

O
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ess for represoentatives to the Staff Council. The OO
should z2leo conauct any cleciicens regucsted by the staff. The OO Co-Dircctor for
ficio membher of the Council.

wdministration, especizlly the Vice Presidents for Business and
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Academic Affairs, working with the Director of FPerzonnel Services, should adont and
impleinent {he stalf gricvance procedure proposced by the APDWE subcommittee and in-

cluded elsewhere in thizs report.

- Recommendations on Studoents

Since the Commission did not have suificicent data to develop recommendations rezord—
ing the improvement of women studenis' status, we have made several recommendations
designed to gaither more data, and we assume that the CEO Co-~-Director for Women's

irs will male furiher recommendations as rcedod. Recommendations below stem from

e
-4
n
0
s
d

the Commissicen's belici that 1) women siudents should nol have to pay for special services
thiey do not themseives elect to reccive, 2) {hat equal pay for egual work should appliy to
students as well as other employees, 3) the University should allow wonien students the
same freecdom as men students in seleciing their life styles and living sccommodations,
and 4) women residents have the right to know which office or individual is responsibie
for any question or problem which mizht arise regarding their housing arrangements.
These concepts are bhut specific aspects of the larger concept of eguality through scli
determination for women as well as men. At this point, the Commission recommends
that:

28. Students should have a procedure for appealing financial aid decisions, especially
if sex discrimination is alleged. The Student Scnate or other body designated by the stu-
dents in conjunction with the Director of Financial Aid should develop appeal procedures

and guidelines as to the kinds of cases  which are legitimate for appeal. The OEO Co-
Dircctor for Women's Affairs could serve as a non-voting member of this committee, if
students so request.
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28, Swudents, especially women, should be informed eritics ol any policies which
tend o perpoetusie doubic stanrddards for men and women. 1f there awe legal Hmils to sta-
dent autonomy with respecet (o housing regulations, curlews, parioial rules and the like,
he Division of Siudent Afinirs should make these explicit to the students. In
arcas where no off-campus Iegal constraints operate 1o et University policy, students
is through compus—wide reicrenda.

should set their own standas

30. Whatever housing accommodations are provided for women, they should pay for

9

only those items of expense which are exclusively for their benefit and a proraied amount
for items which are partially for their benefit. I"urther, both men and women should
share egually in housing overhead costs which are duc to excessive maintenance reguire-

menis or outmoded facilities, as, for example, the heating svstem in Morewood Gardens.

YT

D. THE PRORLEM: LOWER PAY FOR WOMEN TIHAXN MEN FOL TIIE SAME WORK
Probaliy the most consistent Comnission finding is that me.. roceive higher average
salzries and [ringe benefits than women at all job levels at CAU. This salary inequity
holds up through numerous data refinements. For example, men and women faculty with
the same rankandin the same depariment do not receive the same salaries, on the aver-
age; men usually carn more. Similar findings appear for non-faculiy employecs and for
job rewards other than salaryv. IMen enjoy more favorable conditions than women in fringe

benefits, contract status and termination rates. The recommeadations which follow are

designed to eliminaie these ingquities.

Rrcommendations on Faculty Job Status

3l. The Vice President for Academic Affairs should ask the chairman of each depart-
ment in which there are women faculty members to prepare a brief report of the status
of cach woman, Lo be sent to the OEO Co-Director for Women's Affairs and to the Vice
President for Academic Affairs. These statements should include information on her

salary, contract status and promotability.

O
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In oy case whoere o woman has been given a contract of less than the norma

T onyv eas
duration (three vears for wssistant professor or [ive yvears for associate professor)

the department head or dean should provide a writien cxnluuation to the Vice President
lor Academic Affzirs, with the undersianding that unless some persuasive countevindica-—
ticn exists, ihe coniract will I rewritten on the normal h 1sis.

e department head and dean should review the salary of each

~in
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33. The arg
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vwoman faculty member with the aim of raising the average salary of all women in the

dcpartment or college to thie average for men in the same rank by fiscal year 1974. The

Commission recommends that cach dean allocate for women's salaries a total dollar

amount which equale the total mimber of women faculiy in his collc;ze at each rank mnlii-
plied by the male average salary in each rank. The dean, in colicioration with departinent
heads, can then determine ihe specilic amount to apportion each faculty woman. In this was
e salary for women will b2 made egual o the wverage for men while still leaving

floxible the amount apporticned to each woman based on cnalifications or merit. The Comv

n cslimates that the ictal cost to bring faculty women's salavies up to men's is $40, 801,

34, The department head or dean should indicate in writing to the Vice President for
Aczademic Aflfairs any impending termination date of a woman's present contract, and his

estimate regarding the probability that she will be offered a new contract. If a new con-
tract seems unlikely, the department head should clearly indicate the woman's areas of
d¢oficiency. Acting on this information, the OEQ Co-Dircctor for Women's Alfairs should
schedule an inferview with the woman involved and discuss possible ways to correct the
deficiency. Possibilities might range from improving her teaching skills through special
coaching, reqguest for a delayed tcnure decision or applying for a semester leave of
absence in order to do research. The OEO Co~Director should make sure that the woman
faculty member is aware of existing procedures which may prove useful, such as the
procedures for applying for University supported leaves and the Tacully Scnate grievance

procedurce. Following this planning session, the OXO Co-Direclor should intercede, if

o 136
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necessary, with thie department hoad, dean, or Viece President for Academic Affairs,
to obiain their =upport in helping the woman facully member implement her plans to
correct whatcever deficiencies have thrcatenad her with terminaiion.

35. The Comimission fcels that the malter of proniotion and tenure for women

2

faculty nceds more study and recommends that the Viee President for Academic Affairs
or the President should appoint a special Viniversity Temire and Promiotions Commitlice
to prepare a report with reccommendations regarding special policies for women. The

objective of any policy miodiflications {or women should be to insurc that their opportunity
to compete for favorable promotion and tenure decisions is not hindered by their sex or
its biologzical, psychological or sociological concomitants such as childbearing and ch.1d-

rearing. The OEQO Co-Dircctor for Women's Affairs should serve 2as a consultant to the

Tenure and Promotions Committee in this matter.

Recommendalions on Fringe Denefits

ek
et

ticd to totzl compensa-

]
o

The Commissionr findings shiow how closely fringe beuefits ax
tion. Since women receive lovwer salaries than men in all job categories and ranks, their
fringe beoacfits (especially retirement, group life insurance and social securiiy) are Iower
in dollar value. This mecans that egualizing women's salaries with men's is the top prior-
ity business of the University. This is the one crucial way to effect eguitable fringe
benefits for women. The Commission recommends that:

36. The TFaculty Affairs Council of the Taculty Scnate and the Staff Council should
make a dctailed study of fringe benefits, with data grouped by age, sex, marital status,
number and ages of children and other dependents. Analysis should take into account
that among existing iringe benefits, some are proportional to salary (ec.g., TIAA-CRET),
while others are not (e.g., tuition remission). As part of these investigations, all
employvees should be asked to specify which benefits they prefer to use. Child care and

maternity leave should be among the benefits offered. The APOWE Subcommitiee's

137
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recomiaIFiationg on toncion ploans (elsewhere in this report) shouid roeceive speciat

aticntion. The Commission recommends that, once womeoen's aalarics are caunlized, an
cquitable fringe Lencfits package for all University employoes may be one which alliows
cach cmpiovee, cither iuil time or part time, to choese thoze Lenefitz he or she prefers

'}

from the whole spceirum of available benefits, but only up Lu a dollar ameunt cquzl 1o

about ien porcent of salary,

37. Although the complete {ringe henelit Ypackaze! for men and women reguires more

study and discussion. a maternity leave benefit has hecn repeaiediy mentioned to the Coin—

ot
@]
o
¢}
(]

mission by women faculty, staif, and administrators and should be implemented a
Specifically, the Commission recommends that the Director of Personnel Services draw
up a written maternity leave policy for all women emplovees to become elfective January
1, 1972, The policy sheuld be rovievwed hy the women represeniatives on the Facullw

38. The University should make an immediate public commitment to the concent of

part time fringe benefits for regular part time worlk for hoth faculty and stall women. The

sy

President should send a vwritten statement to advise each depariment head, director, dean
and supervisor of this ceommitment and to indicate how this commitment wiil be implemen-

ted in practicc.

Recommendations on Staff Emrlovees

39. Using the data on average salaries for men and women in each of 17 job categories,
the Dircctor of Personnel Services should prepare a time schedule for bringing the aver—
age of staff women employvees up to at least the male average for their job category.

Within each detailed jolz category filled by bothh women and men, a dollar amount should

be allocated by the University which would bring up the women's average salary to the

men's average {or that categorv. The Commission estimates that $684, 797 will be rcqguired

43
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to hring stall womoen's salaries up to men's in all job categories coataining both womoen

and mcr..m} Then the appropriate departmoent head or supervisoer would draw from that
amount the specific salary raiscs suitallle to cach woman emnloyee according to her
cxpericince and performance. These schedules should be discussed with the women in-
volved, thc employing department, the Viee President for Business Affairs and the OEO
Co-Divector for Women's Affairs.
For those job catcgories where the proporiion of women is 60 percent or greater,

salary ranges and averages should be brought up to an amount egual to the amount in

zomparaklcjob catezories for cther educational instituticns in the City ol Pittsburzh.
Thesc rates (with projected increases to cover cost of living and raise increases) should
be determiaed by December 1, 1271.

Salary increascs to reach egualiiy should begin no laier than January 1, 1972 and

Ty B

-

should reach the target level by January 1, 1974, Increases shoulid be given to the lowesi
paid cmplovees first, graduvating to the highest paid emplovees, with salary revisions Ifor

3 T

some cimrployvees ciieccted each month commencing January 1, 1972,

E. THE PROBLEXN: DECLINE IN EDUCATIONAL OPFORTUNITILES FOR WOIIEN AT CAIU
Certainly one of the most disturbing Commission findings is that the educational
opportunities for women at CMU have been declining {for some time, As indicated in
Chapter II, the percentage of degrees awarded to women has declined since 1940; aca-
demic programs ol special interest to women have been abandoned over the years, includ-
ing the library school, the social work school and Margaret Morrison Carnegie College
(to be phased out by 1573). These trends have not been offset by the creation of new pro-
grams attractive to women.
In a related vein, the Commission did not find any syvstematic effort to develop pro-
grams of educational, personal or career counscling designed specifically to aid women

students and alumnac. The recommendations that follow are intended to help recruit more

i . - ~ .
( )Bascd on data provided by Pcrsonnel Services on 1970-1971 salaries and numbers of
employees in given job categories.
O
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levelop strong acedemic programs of interest to women on co

women students to CLIU, ¢

us and provide counseling services 1o women students and alumnae.

Recommendations on Admissions

1

40. For all CMU undergracduate celleges, the percentage of vomen admitted should

[ 108 i
not be less than the percentage ihat apply, unless men applicants have demonstrably

supericr credentials. Tor each college, the Admissions Office should provide the OLEO staff

with data on the number of men and women who apply, are adinitted and actually enroll.

When the percentage of women admitted differs from ithe percentage who apply, the OEG

L

Co-Director for Women's Afiairs should reqguest that:

(2) In all collegcs except CIFPA, the SAT score averages should he
computed separately for men and women students who are ad-
mitited. If the women have higher SAT's than the men, this is
indicative ol se¢l C;t‘OA procecurces which faver men. The OO
Co-Dircctor should determine at what Jevel the diseriminatory
practice origing 'eq {the C'&CDul’Ll'ﬂeﬂt. co”c”e or A rissions
Olfice), and shouid oy to persuade the unit to ch:. ;e its prac-
tices. W1 ‘wre p rsuasion fails, the OO Co-Director for
Women's - hruld recommend to ihe President that he
explicitly re:_m nge in the discriminatory practice.
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on the basis of porifolio

By In CFA, where students are admitted _
on SAT scores, if the perccent-

review and auditions rather ithan

age of wvomen admitied is lower u an the percentage who apply,
the OEQO Co~-Director for Women's Allzairs should reguest

written evaluations of all admitted studenis from the CFA depart-
ment(s) involved. These evaluations should be quantified so that
they can be grouped to provide average scores for men and
women applicants. If the scores for women students exceed .

the scores for men, the OEO Co-Director shouid interpretl this

as indicative of higher admissions standards for wemen than

for men. As in the other coileges, the OEO Co-Director should
first try to persuade the CFA department to equalize its adiuis~
sions criteria; if this effort is unsuccessful, she should
recommend to the President that he insist that a change be made.

41. Publications directed towards the college applicant population (graduate and
undergraduate) should avoid the male image created by repetitious use of the masculine
gender, references to "wife" instead of to "spouse' or photograprhs almost execlusively

of men. All such publications should be reviewed by the OEO Co-Director for Women's
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Affairs in consuliaticn wiilh the Public Relations Deparoment before printing.

2. Tor prozran:s which now attract few women applicants, thosc in CIT, MIS and
GSIA, spccial efforts to reeruit and counsel women students are rccommended. CIT
and DMIS should hire special reeruiters (perhans reeent women graduates) to recruit
high school womicn to enler engineering, scicnces and management sciences. CIT
and DMIS should jecinlly hire a woman associaic or assistant deanwhose aim should be

to help able women tce complete college, encourage them to enter and complete graduate
study and to pursue active carcers in their chosen fields. Aside frocm counscling stu-
dents, this strategy can also ceventually increase the pool of available women Ph.
engineers and scientists for University faculties. Guidance in thesc eflorts is avail-
able {from Commissicn {iles in a report on "Women in Engineering” summarizing a

July 1971 conference sponsored by the Enginecering Foundation.

Recommendations on New Acadomic Prozrams of Interest to Women

Acknowledging that the long range trends at CATU have resulted in 2 reduction in
educa‘ional opportuniiies for women, a decline in the percentage of degrees awarded to
women and a decrease in the number of women faculty, the University should commit
itself to reversing these trends in two ways: (1) the Commission believes that CMU
must seek ways to bring women into its now predominantly male science and engineeriag
and Ijusiness administration programs:; (2) the University should consider cstablish-
ing new strong programs designed to attract and educate women. We are, in effect,
arguing for equal educational opportunity for women. To achieve equal opportunity for
women will reguire deliberate, ‘even compensatory, efforts. As it presently stands,
CMU lacks the attributes for attracting women except in H&SS and CFA. The longstand-
ing scientific, technclogical and research emphasis led to willingness to invest effort

and money in such traditionally "male" fields while the {raditionally "female' programs

were slighted. Developing second class programs for women only serves to foster a

3146
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scif=fuliling prophecy that procgrams for women are of low gualily.  Thus CMU must i
preparcd to create high quality programs to atiract both women and men. Otherwise,
cducational opporiunities for woemen will cither remain unavailable at this University
or they will be only sccond ¢lass. Eiiher alicrnative is incqaitable to women. In
order for CMNU o attract vomen students and help them complete ils programs, the
Commission recommends:

43. The existing Faculiy Scnate Educational Policy Council subconunitiee on the
future of Aargaret Morrison Carnegie College (the LIMCC Commitiee) should he

strengthenad through the addition of more Faculty Scnote representatives, represcenta-

tives from WCAMI and {from women students. This strengthened Co*nnutie should be
charzed to study and report its recommendsations on the Lloyd- Sieinberg and Angrist

proposals. The Commitice repori should be made both to EPC and to the President
by April 1, 1872: EPC should act in time for preliminary pilot projects to begin by
September 1972. (The Commission notes that the alumnae report also recommends
the creation of special programs such as one in continuing education and another in the
study of human potential).

44, The OEO Co--Director for Women's Affzirs should work with the Development
Ciiice and with the Proposal Information Oifice to loca®e off-campus funding sources for
the new programs recommended by the MMCC Commiitee and other concerned faculty.
Pilot projects should be started, if necessary, with internal funds, but the ultimate objec-
tive should be to create programs which are largely self supporting through tuition and
research funds.

45, Courses dealing with the role of women in history, literature, the arts, science
and with socialization of women should be develoned at CAU. Extensive bibliographics
for such '"female studies'' courses are now available from other universities which have

pioneered in preparing these materials. The OEO Co-Director for Women's Affairs should

make these bibliographies available to faculty members interested in teaching such courses,
O
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and sheould invite porticwdariy vell qualificd fnculty mombers to do so.

Recommendations on Counscling for Women

The Cemmission is concernad at the lack of speeial counseling programs designed
to mect the nceds of women students. This lack is parallclicd by an abscence of recogni
tion that sex discrimination does exist, can take subtle forms and may do damage to the
carecr aspirations or personal adjustment of undergraduate women., The following
recomrmendations represent a {irst step tovwards providing better counseling and raising
consciousmess concerning women:

46. T“ne CO*‘I’)TJ:l“blOl" urges the CMU adiminig

ot

ration to firancially support cfioris
to keep women as administrators and counsclors in the Counscling and Study Skills Cen—
ters and in CATATP both in order to meet the needs of women students seceking counseling
and in order to provide visible models of professional achievement 1o women students.

Ve recommend thercefore that the Director of the Counseling Center and the Dean of the

o

Divisicn of Student Affairs be provided with sufficient funds to attract and keep gualifie
women. In light of the Broverman study, which found that some wonien counsclors shared
the negative cultural stereotypes regarding women, the Commission feeis that any woiman
counsclors hired at CAMU should be carefully screened for anti-female bias; we recommend
that the OEO Co-Dircctor should be consulted in sweh screening and in {inal dceicions
about particular candidates for counseling positions.

47. Women students in a predominantly male university have special problems which
may not be adequately understood by male counselors; for example, the "fear of succcss'
syndroime mentioned in the preface to this repo.rt. In order to insure that the counseling
offered to women students is rcsponsive to these special needs, the women counsclors
should initiate meetiigs with women studentis to identify their special counseling needs.
The programs should be reviewed by the OEO Co-Director for Women's Affairs.

48. The University should offer gvnecological services to women students through

Q 143
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the T alth Conter. Tn addition, broader pregrams in sex counseling and cducution should

be doeveloped by joint ciforts of ealth Center physicions and Counscling Conter psycholo-
4¢. DPersonncel in the Burcau of Placementis should be conscious of the aftitudes they

have concerning the career possihilities for women. Doth job counsclors and the support-

o

ing staff should seci to guide women into the whole range of availalile joby openings ihey
should ecschew the practice of advising women applicanis {o pursue {raditional women's
fields, for example to become secreilavics as ithe only praciical possibility open to womaon.
50. The Dureau of Placerments should work closely with ine Counseling Center to aid
senior \\'omén who are unsure of their career objectives and to develop seminars or other

information mechanisms which would aid students early in their ccollege vears to siart

working fcward a career goal.

5l. The Director of the Counseling Center should meet = “th the Dircctor of the
Bureau of Placemeonis and with reopresentatives of the Alumni Office to n joint pro-

rams for women students and alumnae. Such programs might include workshoeps to
which alumnae are invited whoe have either re-entered the work foree or plan to do so:
these women should interact with undergraduate women students in discussions of the
problems they have encountered, the encouragement they have received and the skills
they need.

52, The Burcau of Placements publishes a monthly newsletter reminding about 300
employers of alumni and alumnae who have indicated availability for employment. “this
newsletter is also given to employers recruiting undergraduates on campus. It is sug-
gestird that the Alumnae Task Force formulate ways to advise alumnae of this service
and work with the Bureau of Placements to explore other ways for promoting alumnae
placements.

53. The Burezu of Placements should work with the Hunt Library in developing a

library of job counseling and job opportunity publications. Efforts should be exerted to
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scck oul these publicntions that hicghlight expanding career opporiunitics for women.

e

T Force that alumnae be encouraged

[

ask

54, Woting the recuest from the Alumnace

to participate more activedy in local clan events and in recruitment of women studen

‘/Lt -
the Cominission reconmmends that these renquestis become the topic ol planning sessions
by the Alumnae Task Torce, the Alumni Office and the Admissions Office. The GEO
Co-Director for Wemen's Aifairs should use her good offices to initiaie these mcetings.

]

1 subile classroom

).n
**1

55. 2dluch of what students reported to the Commission dealt
comments which they felt were indicative of prejudiced attitudes towards women. In all
probability, these statements were made by male faculty and students who were unaware
of their implications, and who would inhibit such comments in the future once the prejudi-
cial content was brought to their attention. The Commission has therelore been concerned
with discussion of ways to "'raise consciousness'™ on campus, as a means of sensitizing

male and femais members of the CJITU community to the destructive impact of derogation

Fe

of women. Te this end, the Commission recommends that the OEC Ceo-Director should
seck advice from the Chairman of the Faculty Senate, irom the Student Senate and from

the Dean of the Divisicn of Student Affairs; the ndividuals shcould be asked to help in

the developmeni of procedures to "raise consciousness’™ on campus regarding sex discrimi-
nation.
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MAJOR FINDINGS
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to students are discu 1 {ir
respect to specific U niversi

=S 1 e major findings of the Commission,

ty oncrations., Summaries of major Iinc

women employees follow the student sections.

Historically, programs of special in

CMU.  Ti

Educational Opportunities for Women

erest to women have fared
1s the School of Social Work was eliminated in 1653, thc &
")

Matters of concern

¢ under general educational opportuni‘ries and then with
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