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INTRODUCTION

Charge. The_charge given to the Task Force was to determine the

employment opportunities for women on the Davis campus. .

Extent of Surwey.“The Task Force‘addressed itself‘primarily to :
the four major employment categories: non—academic staff, academic
- staff, faculty, and adninistration, with lesser consideration given to
employment opportunitips for female students., Related areas of‘concern;
such as the special problems facing mipority women, were briefly exm‘
‘amined, ‘

Nature'of data. The data cons1st bas1cally of analyses of ‘the dis—

tribution of men and’ women currently employed within each of the four
employment‘categories‘identified above.‘ Further analyses include exami*\

nations of sexual profiles over time, studies of hiring and promotional

patternsbfor men and women} comparisonsfothualifications‘and salaries'
for female~typcd jobs‘and~male—typedujobs,.and comparisons'of‘the
‘proportions of‘womenyemployed‘in~specifickareas to‘the proportion of
‘women ayailableuin the work forces}for“those‘areasfi

jAssumptions. The Task Force has assumed that'the opportunitieS'j“

for women should be the same as the opportunities for men.h The validity

of’this‘assumption has. not‘been explored here. Itgseems~Justified,,
‘hsince it isin'essencexrequiredkbyvlaw,-Bearing'this;in'mind,:thestar"
i tus‘of WOmenihascbeen;enamined relatiye“toﬂthe;status]oi;men.: | |
It has also been assumed that ﬁCD desires to, be an equal‘oppor—

tunity.empiﬁshr Consequently, an effort has been made to 1dentify ‘

‘those attitudes and policies, both written and unwritten, which have f‘ f§~¥‘

‘.direct bearing on: employment Opportunities for women. For while pre—

”b'vailing conditions are best measured and described by the quantifiablen

e
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“data described above, changes’ in thoée‘COnditions‘can only be implemented

through changes in the more qualifiable areas of personal attitudes and

established practices.

Recommendations. The Task Force has attempted to identify and

define problem areas in which employment Opportuﬁities for women do
‘not appear to be rthe same as those for men. - Specific courses of action

are recommended to implement changes in these areas. The recommenda-

tions of the Task Force on the Status of Women are presente: in Section

II. The information from which oﬁr‘recommenﬂatiOns developed is pre-

ysénted elsewhere in the text.

L DiscuSSioR. Solutions to the problems described herein are depen-

k dent‘upqn a continuing‘ré—evaluatioh’by‘individuals‘and institutions-

alike of their ?fejﬁdiées, praéiices, stereotypes, and categorizations.
Thevgood must be‘softed‘from'thé béd, the useful from the useless.

Above all else, awareness is required. In this report, we have at times

taken the opportunity to educate, to generate awareness of the problems

of women, to explore the impliéations and ramifications of the dataﬁt

[
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I.

STAFF, FACULTY, AND STUDENTS

‘A. with regard to the STATUS OF WOMEN at Davis,

we recommendvthat the'CHANCELLOR:

1. Appoint an As51stant Vice Chancellor for Affirmative Action
for Women to work closely with the Vice Chancellor of
Academic Affairs on the 1mplementation of affirmative action
h1ring and promotion of women, both faculty and staff.

2, Appoint a standing Commlttee on the Status of Women at Dav1s,g

. having thirteen meémbers,. to be named by the ASUCD (two
members), the Graduate Student Association (two.members),
Staff Organization (two members), and the Faculty Women s
Caucus (two members) . The. Assistant:Vice Chancellor for
Affirmative Action for Women should chair the committee and
the Affirmative Action Program Coordinator should be an ex

- a OfflClO member.

e

3;‘_Invest the Committee on the Status of Women with authority to
review all policies and procedures affecting the status of
‘women ‘at UCD (and any proposed changes in these policies or
procedures) ‘and all campus-w1de departmental and unit plans
for. affirmative action hiring and promotion. The Committee
, should have independent authority to reject. unsatisfactory
‘polivy or procedural changes and affirmative action plans
‘"and to require rev1s1ons.~-'w‘ :

- T Eotablish ‘an. Affirmative Action ReV1ew Group, inc1ud1ng admin—1
‘ Jstrative officers, to automatically rev1ew every: case in
which promotion or retention is denied to an academic woman.,
kIn additlon, provide the opportunity for. any. academic woman
~ who has been denied promotion or retention since ‘October,
. .1968: (Lhe date when Executive Order 11375 became’ effective)
to request full ‘review by the: Group, ‘and -to be reinstated if
B that is the. rDcommendation of the Group. Pending the estab-
k lishment of -the Group, the Administrative Officer now charged
,‘with respon51b111ty for Affirmative Action is to ca1ry out this
‘review. L : ‘ ‘ :

5. ,Invest thc Affirmative Action Rev1ew Group or Officer with the
‘ *'authority ‘to- 1nSpect all- records and to obtain additional e
‘ r‘information from departments, ad hoc committees, ‘and the Budget
£ Do S‘f“j_,fQCommittee of the ‘Academic Senate’ whenever ‘the Group deems it
: BT ‘ necessary or. desirable._“ ~ : e
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 B.  with regard to CHILD-CARE FACILITIES,

we recommend that :the CHANCELLOR:

1.

4.

Establish child-care facilities on.or near campus for the
children of all university students, staff and faculty
members.,

Establish a reasonable, pay-as-you—can scale to supplement
University funding.

Include facilities for children of all ages, including '’
infants; for day, after-school, evening, and overnight
accommodations (the latter to permit employees and faculty
to attend professional meetings away from campus, and for
students on university business), and for sick children (to
reduce enforced ab"enteelsm of f“mdle or male employees)
Include part1c1pat1ng parents in dec1s1ons regardlng pol—
icies and procedures of the centers.‘

C. with regard to the WOMEN'S CENTER,

we recommend tbat-the_CHANCELLOR:‘

_— , 1.

I
g
b

5

Make needed funds available to finance the student-—,
staff-, faculty— and community—oriented activities of

the ‘Women's Center, in order to insure that women have a
place to meet on campus and to conduct thclr programs and
counselllng services.

Request that‘the Counseling Center assién‘a female staff

member, to be selected by the Women's Center, to the
“Women's Center Lor full—time work as a cOunselor and co-
‘ ordlnator. ' :



II.
FACULTY MEMBERS

A, with regard to FACULTY RECRUITMENT AND HIRING,

we recommend that 77 A\RTMENTS:

1.

Commi t themselves to an affirmative action plan for hiring
female faculty members including specific goals and time~

. tables, with an 1mmed1ate‘goal of placing women on their

faculties at each professorial rank to reflect the pro-

portion of women trained in the field.

Actively search for and recruit women candidates for faculty
positions. Departments should not a priori assume that
married femaie candidates are:unable or‘unwilling to move,

Recruit faculty from eliglble ‘Lecturers and other atademic

staff personnel before searching outside the un1versity

Advertise all faculty vacancies publicly in professional
journals and in the Davis community so. that all interested
persons have an opportun1ty to apply

ConSult with and utilize regional and national registries
of profe351onal women when recruiting for a position, in-
cluding women's caucuses of appropr1ate professional
associations.

Give preference in hiring to qualified female cand1dates
over qualified male candidates until “the proportion of

" women on- the faculty reflects ‘the pr0portion of women

) trained 1n the f1eld

Defer hirlng white male faculty members untll affirmative o
'action h1r1ng of’ Women and minoritles is completed - If no-

woman ‘or m1no*1ty candidate can be found after an: 1nten81ve
search over a reasonable period of time, the Committee on

:.the Status of Women may-be peti tioned to waivo the affilma—
- tive actlon requirement. : ; :

.‘Hire wonen faculty members at ranks 1dentical to thoee at
- which males with Similar qualifications are hired. R

"Publicize the abolition or nepot1sm restrictions and en~ .

courage’ qualified spouses of . currently employed faculty

-:members to apply for available pOS1tlons.;




B.

.C.

1144‘.

with regard to FACULTY PROMOTION,

we recommend that DEPARTMENTS:

1.

Establish timetables for the repres:atation of women faculty
members at each professorial rank at least in proportion
to:the number of women trained in the field.

Identify currently employed faculty women who were hired
at lower ranks and/or promoted more slowly than similarly

. qualified men, and immediately promote them to' the levels

commensurate‘with their qualifications.

<

‘Compensate individual faculty women who -have been subJected

to discrimination by paying back salaries retroactive to
13 October 1968 (the date when Executive Order 11375
became effectlv‘?‘or to any subsequent date at which an
individual faculty woman was hired whether or not . the

‘women are currently employed by the Unlverslty ,
'Promote women at the same rates and accord1ng to the same

standards used for men, once past inequ1t1es have been

rectified.

with regard to other FACULTY PERSONNEL POLICIES,

we recommend that DEPARTMENTS.

1.

‘yadmlnlstrative respons1b111ties for persons holding part- ;
~ “'time appointments: to reflect accurately the1r pr0portlonately.
-ireduced salarlcs.‘*“ R

tfythan 9-month academic app01ntments,‘and in all other areas of_*»s
,;,departmental Operatl°n~'_[wg”, » , ’ :

Facllltate part time appointments (in line with new Univ-

~ranks who' desire such pos1riuns ‘without prejudice to

Facilltate leaves of absence for. women and men at all pro—‘

fInsure that female faculty members share equally w1th males‘
- in: teachlng respon81billt1es,,utlllzatlon of research funds |

ersity rcgulatlons) for womer. and men at all professorlal

eliglblllty for promotlon,~tenure, sabbatical leave, or.

- other frlnge beneflts.

Create equ1table teachlng loads, research expectatlons, and

fessorlal ranks. who desire such leaves W1thout prejudice
to eliglbilﬁty for promoclon,‘tenure, or sabbatlcal leave.

administered by. their. department, ‘access ‘to ll-month rarher
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D, with regard to FACULT" L,OMMITTEE ASSIGNMENTS,

“  we recommend that the CHANCELLOR"‘

e ll App01nt at least one woman to all un1ver51ty committees
' .charged: with. formulatlng recommendatlono conCernlng major
] ,hpolicy—making declsions.‘_ ‘ :
24 jAppolnt at’ 1east one” woman to all ad hoc committees charged
-‘with.the review of ‘a woman candidate for faculty app01ntment ‘
or. promotlon. ' ‘

%
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S | III.
‘{‘ACADEMICiAND.NONACADEMIC STAFF EMPLOYEES
. b

w1th regard to STAFF EMPLOYEE CLASSIFICAIIONS

we recommend that the UFFTCE OF THE PRESIDENT

:l.“Analyze all JOb claSS1f1cations to’ 1dent1fy those fllled
predominantly by one . Sex. ~ s S

2. El]mlnate all refcrences to the sex of the worker in academ1c
... and nonacademic.job descrlptlons and application forms - .
~“except Where there 1s a bona fide sex requ1rement

3. ‘Reclas31fy all pos1t10ns so that salarles accurately re—'
‘flect educatlonal pre1equisites, JOb exper1ence, Sklll
“levels, and job responslbilitles, immediately upgrade

salaries of all men and women in’ low—paylng (female-typed)
job: classlfications to. parity with higher-paying (male~
‘typed) ‘Job" clas81fications hav1ng comparable requ1rements of
Meducation and experience - :

-’“f‘B.‘ ‘with regard to STAFF HIRING both academic and nonacadem1c,“”

SR S o we recommend that the ACADEMIC AFFALRS OFFICE and. the PERSONNEL OFFICE

ul.‘fCommit themselves to an afflrmatlve action plan for h1r1ng
. “women: in academic and. nonacademlc staff" posltlons, with an"
,immedlate goal of placing women in’ ‘all job: class1f1catlons
to. reflect ‘the . proportlon Jof: quallflable women in the.
approprlate labor market. Speciflc goals and’ tlmetables
‘should be developed for each JOb ser1es

12.“Consider any qualif1ed woman ‘or man as a cand1date for anyghv
k?position, regardless of" 1ts previous sex—typed bias

- 3. ‘Give preference in: hiring in male—dominated Job classifi—'
. ~cations to qualified female candidates over: qualif1ed male
‘candidates until an equitable ratio of female to male ‘ SRS
‘employees is achieved in that JOb clas51fication e e

b, Hire ‘women | employees at- levels 1dentical W1th those at L
‘Whlch male’ employees with similar qualificatlons are h1red.”'

5. Advertise all academic staff vacancies publlcly in profes—‘,
: sional journals and in the Davis comnunlty so-that all"
interested persons have an. opportunity to apply

6. 1Consult with and utllize regional and natlonal registrieshf
C o professional ‘Wwomen when recruiting for high—level ad—'
ministrative positions.’ ' f

e e "
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"or qualified women currently employed in the
ty who should be promoted to administrative posi-
fore filllng these’ positione from out51de the

_ty._.

_rlng whlte‘male_staff unt:l afflrmatlve action'

£ women  and mlnorlties is completed If no woman
'ity candidate ‘can_ be. found after an ‘1ntensive

ver a reasonable perlod of time,’ the Commlttee on _
us- of " Women may . be petltlonpd to walve the afflrma—_
-ion requlrement,g " - ‘ : : . SR

e from,applicatlon forms:and personnel 1nterv1ews
.tions regarding the marital status, occupation of.
number'of children, and marital or childbearing-'
ns  of applgcants for staff pos1tlons.

a system for-con51der1ng and creditlng as employment
1ce non—pald ‘household and - community Jobs of appli—

such as” budgetlng and purchasing,"community orgapiza—_ﬁ

1 committee work-? Walve strict standards for-prlor
Ice in the case of JObS previously closed to: women.,

>TAFF PROMDTION both academlc and nonacademic,‘

1 that DEPAR’I‘M:E‘.NTS AND UNITS"'

=h spec1f1c goals and tlmetables to attaln representa—dp

women at: each level of jOb cla551f1catlon, at- least
thlon to’ the_avallability of Women 1n the'approp~
abor market-_“ SR : - Fo EET :

7. currenL‘y employed staff;women who were. hlred at'
=vels: and/or promoted ‘more slowly ‘than simllarly
ad - men,'and lmmediately promote them to,the 1evels

1rate w1th thelr qualifications and length of service.?

T te 1ndiv1dual staff women who have been=sub3ected
rlminatlon by paying back'wages retroactive to 13
1968 (the date when Executive Order 11375 became - ,
Je) or to any subsequent date_at” whlch an ind1v1dual
Jman was hlred.; Women should ‘be- ellglble for'com—ﬂ
o1 whether ox- not they are. currently employed by o
Jersity. : s : e :

women employees at the same rates and accordlng to'
= standards as: those used for men,-once past in-
s*have been rectified : S : :

on—the—job trainlng for women to acquire the needed
to upgrade themselves to more profe851onal p081tions.

I1-7



:~ " D.  with regard to other STAFF PERSONNEL POLICLES,

we recommend that the OFFICE OF THE PRESIDENT the ACADEMIC

_‘AFFAIRS OFFICE and the PERSONNEL OFFICE.‘

f l.‘

'i”i’ “ h’ 0.

‘Design or rev1ew ‘career ladders horizontal vertlcal and“
“diagonal to:assure - opportun1ty of advancement to and . ‘
fjthrough class1f1catlon series, from unskilled to- skllled

1non—professional to: professlonal and non—profe851onal to
managerlal _']ObS. : :

j‘Expand the. number of part ~time. positlons at both profeqslonal

and nonnrofess10nal ‘levels, by creating" tandem teams ‘of -
tw0 part—t1me persons to flll s1ngle full t1me pos1t10ns.

Eliminate d1scr1minatory lelCleS agalnst part-— t1me em- ,‘

‘ployees. by making employee beneflts (e.g. ellglblllty for

leaves, merit :alary increases, health and retirement:
benefits) avallable to: all employees on a straight pro-“

‘rata ba81s.; ’

i:Establlsh paid maternlty and paternity leave for not: less'
‘l,than three: months for: all’ female and male employees re~

ardless of marital’ status ‘with® full cont1nuance .of re- .

Vftirement bencfits ‘health beneflts, and earned time - for
‘ merit increases w1th a. lim1t of two leaves per employee;

Permit unpa1d leaves or absence for female and male employeesw

1I-8

forx, child care fox perlods up to one year each utilizeng accumu—

lated sick leave and vacation benef1ts before the unpaid
‘leave beg1ns.,‘,i‘ Eap TP o

before the leave oegan.

‘ BN ‘ T :
- Grant to academ1c staff members full faculty status with |

its attendant benefits such as: tenure -sabbatical leave
flexlble work hours and Academlc Senate membershlp

dGrant to nonacademlc staff members more flexlble work
‘hours, where feaslble. R

"Clarify the - category of Lecturer to. 1nSure au equitable
~balance of teaching and/or research.and/or administrative

duties, and establish written policies regarding" fringe
benefits such as- sick leave vacation retirement, security
of employment, etc.v po n ~

‘ASSure that . nonacademic staff members who. are asked or -

expected to work overtime may -refuse to do 'S0 without pre-

Jjudice, ‘and that those. ‘who do work overtime may .freely
“ choose: between the options of taking compensatory time off

“Assure that’ female and male employees returning from leaves MR
of" absence whether pa1d or unpald are placed in the same
[pos1tlon or in‘a’ p051tlon of comparable rank to that held



11.

12.

- unable to overcome this handicap,)

I11-9

during normal wofkingfhours‘of reCeivingvovertﬁﬂe pay.:
The financing system whereby overtime pay is derived from .
stfingentjdepartmental:budgets‘and whereby‘persons who

‘work overtime are expected to 'understand" why they cannot

be paid must be completely revised.
EStabiishfﬁéﬁd?tofyﬁsenSitiQity tréiningjcourses;for‘superf
visors at all levels of employment in the University, to

winClude[séSSions;specifi¢ally'dev0ted to exposing and
eliminating sexist attitudes and practices. ‘ ‘

Give women employed“by‘the‘University'in any capacity

»(Cleriéél;,édministrative;,library;‘etc;)kthe'"z‘ : . .

,‘opportqnity to be hired" for other available positions for which

these<wqmeﬁ<have‘the“potential‘to £i1l by reason of educa-

H,tional‘qualifications;or experience without regard to:their

present employment status”orfsalary.sk(Foffexample,'some

‘educationally.OVerqualified_and capablé women are .in clerical

jobsﬁsiﬁcefthey‘cquld”notﬁfind‘Suitable‘émplOyment because

. of lack of Otherqbpportunities;fOr‘Womenﬂinfthefpast;* They

nowifind theméélveS labelédjaS'clerical employeesfand'are o



1I-10

5 o ’ | IV,
| UNDERGRADUAIE:ANDfGRADUAIE STUDENTS

Wi

A, with regard to UNDERGRADUATE STUDENTS

. we recommend that DEPARTMENTS

l;i*Actlvely challenge sex—role stereotyplng of undergraduate
‘ s majors by’ encouraglng females to enter predominantly male
' fields (and vice versa), by advertlslng the opportun1t1es
for both males and females in those fields, by publicizing
the accomplishments of females in predomlnantly male F1elds
Y(and vice Versa), and by providing appropr1ate faculty
models

2. Establiqh courses in women's studies where releVant (e.g.
~ women .in literature, .women: in: polltiCS the h1story of the
women's movement) and 1ncorporate 1nto exlstlng courses. of
. oall. types, 1nformatlon recogni21ng the contr1butlons of
‘\‘dwomen in, ehe f1eld :

B-l, with regard to UNDERGRADUAIE STUDENTS

— o L we recommend that the COLLEGE OF LETTERS AND SCIENCE

i'l. Establish an undergraduate maJor in Women 's” Studles.“

c. with regard to GRADUATE STUDENTS

'ﬂ we recommend that DEPARTMENTS

‘ l}{ Act1vely search for and recruit female graduate students, ‘
with spec1f1c goals and tlmetables, ‘to work toward an equal
‘ﬂrepresentation of men and women in" the graduate program

«r2."Eliminate considerations of age ‘marltal status and chlldrenl“
~ . dny admittlng students for graduate study and in prov1d1ng
"f1nanc1al support ‘

3;,'Plac@ aL least one woman on all graduate admis51ons com—n"
‘ “mlttees L o ‘ o

4, 'Facilitate part-time courses of study and leaves of absence
’ ‘for men- and’ women students with: family responsibllitles,‘
 ‘without preuudice to' advancement or: continuation in the
'.‘program (Revidlon of the’ Planned Educational Leave Program["
‘and the: Division of Extended Learning may accomplish these R
‘goals) PRI R
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4 5. Insure, in so far. as ‘possible, that female graduate students,

e B on rece1v1ng their. degrees are’. placed in positions. of

‘ ‘ . status and prest1ge equal to those obtalned by similarly
qualified male ‘graduate students Dcpartments should
periodically review the employment status of their graduates
to measure the success: of the1r efforts.

D. with regard to UNDERGRADUATE AND GRADUATE STUDENTS

, we recommend ‘that- the LHANCLLLOR

l. Insurc that schools and colleges of Ucb ellminate con31dera-

‘ tions of age, marital status and number of chlldren in
~admitting students for undergraduate or graduate study and
Cin providing f1nanc1al support ‘

2, :Facilltate part ~time courses of study leading to under=’
fgraduate and graduate degrees at proportionately reduced
fees, " (Removal of :the llmitations presently associated
with'the’ Division of Extended Learn1ng may accomplish ‘this
goal ) ‘ ‘

E. - with regard to' STUDENT EMPLOYMENT

: We recommend that PLACEMENT SERVICES

l.:llnsure that all (ompanles and ind1v1duals recru1t1ng on
1“campus con51der any quallfied woman ‘ot man as-a candidate o
: for any p031tion 1egardless of its prev1ous sex—typed bias. P

‘*2.””Refuse to permit any company ‘or’ ind1v1dual to Speclfy the
-~ 'sex of the’ applicant -for'any, pos1tion e1ther directly or
”indirectly (as ‘in job descriptions using the words "he"
- or "she”) “except for bona fide sex-related p051t10nS ‘
" (e, g male actor) SR

3. Eliminate all questions on: application forms or in person—
© nel: interviews pertainlng to the ‘applicant's marital status,
‘Dynumber of children, or future mar1tal or childbearlng

ﬁ plans. ‘ : »

F. ‘with rggard to STUDENT HEALTH

. we recommend that STUDENT HEALTh SERVILES

l;l Prov1de a complete range of health care services relat1ng
to pregnancy,‘abortion and childbirth
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Introduction

The study of the position of ‘academic women at‘the(University'of

‘California, DaVis,‘is3divided”into threeuparts:‘

1, A description of'the male—femaleucomposition of‘the'Davis r

faculty in 1971-72 by rank, based .upon the Winter 1972 AcademiC‘Senate‘
_ membership list for the upper”academic ranks, Assistant, Associate and

”Full Professor, and efNovember 197l:computer‘printout‘of departments by

rank and average salary'provided‘to'the Task Force by the Office of

Planninw‘and‘Analysis for‘the lOWer ranks,*Lecturer, Superxvisor, ‘Assoc—
‘iate—In., This section also 1ncludes a study of the distr1but10n of. men .

"f‘and women on the faculty, l962 l97l.

'ﬁ2,‘ A ten—year study by campus and by college of male—female promo—.

'tional patterns to tenured rank (Associate or Full Professor) and to
' ;equibalent‘(Lecturer with‘permanency of‘employment; Supervisor or‘Associate
‘fsupervisorjfvarious‘permanent!research ranks) : Theseidata were compiled‘,‘~*

jfrom the annual promotion lists published in the University Bulletin

‘l962~lq7l 7The rank“‘ov, equivalent rank" were. determined by the )
,presence ofunames)in,the recordsfof the Academic Senate'and‘further

" consultation of departmental;listings”in)the UCD. catalogs ‘for those names .

- absent:from)theeACademic~SenateVlists. -

3. A study of the pOSlthn of women in 24 representative academic '

units distributed in the folIOW1ng areas. Humanities (History, Art, ”f

'Philosophy, English Foreign Languages), Soc1al Sc1ence (Anthropology,
‘7,Sociology,‘Political Science Psychology, Economics), Sc1ence (Botany, o

‘Chemistry, Zoology, Mathematics, Physics) Agricultural and Env1ronmental

Sciences (Biochemistry— iophy31cs Food Science Applied Behavioral

Science, Animal Science, Agricultural Economics) and the Professions
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(Medicine, Education; Law, Engineering). These units‘were selected to

achieve‘a wide distribution within the faculty and to represent,‘where‘
possible in light ofethat‘distribution, departments with~large student
‘»enrollments.t‘Effort'wasbmade to seepthat~the sample was a fair re-

presentation of the position:of women‘on the facultyj'if there is any

bias in the choice of samples, it 1s in the direction of a more 1avorable

“impression than Academic Senate women actually experience, for the. overall

percentvof,women\holding senate titles_in this sample exceeds‘tnat of

’kthe‘campus as”a whole with?S.SZ women faculty in the sample compared

‘to 4. 6/ women faculty at Davis. The 24‘academickunits account for 63.4%
of the entire Academic Senate faculty, 76 l/ of all qenate women, and ,
62 BA of all Senate men

The data on the 24 acaaemic units include the male female faculty
N

'mix the mzfe-female student mix (including degreps granted), some data

g -5_

hon student support (Teaching A551stantships Fellowships) a ten—year
“‘fanalysis of the initial hiring practices, and an - analysis of national

“PhD production in each field for the periods 1969 70 and l963 70 as

4

Well‘as the productiOnfat the'five'toperated”schools'(where ratings

7were available) for‘like periods.

Datn were obtained from a. variety of s0urces which are specifically

pindicated for each of the tables.‘ In generalg‘thefsources‘are:'gthe“
Winter l972 Academic Senate membership list the'AcademicﬂSenate_mem—p:

‘bership lists l966 67 to 1971 72 the.computer printout of~departments byl‘

rank and average salary (November l97l) provided to the Task Force by

fthe office of Planning and Analysis, UCD Catalogs l962 l97l informarionr
‘~supplied by the Registrar 8 Office the Graduate Division theyDean of .

, Admissions, School of Law, School of Medicine, and the. Office of Financial Aids,

‘ 1962 to l970 editions of U, S 0. E Earned Degrees Conferred National
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data on Art Departments (which do not require the Ph.D. for practice

faculty) were obtained from the GCollege Art Association.
This‘study'has benefitted fromgthe helpful cooperation of most

bodies‘approached for information. It could not have been completed

in its‘present formiwithOUt the~generous assistancp of the Office of .

the Davis Division of the Academic Senate and of the Offlce of

Plannlng and Analysis, both of which made 1nstantly avallable the 1

“statistical data requested. We‘are indebted to Doris;McKnlght,‘Mary

_Aldrin and Lucy Sells for pat1ent searching of records advice, and-

expertise. We also are gratefuJ to Orv1lle Thompson, Chairman. of

Applied Behavioral Sciences, for h1s support

:
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1. The Faculty

In the winter of 1972 95 47 of the Academic Senate members ‘at

Davig were male, Furthermore, the 4;64 wh0'were female‘Were concen-

trated in the lOWer ranks Nlnety—seven ana s1x—tenths”percent of” theu_
full Professors 95.1% of the Assoclate Professors, and 93 0% of the
Assistant‘Professors were‘men.
o Table 1 .
UCD Acadenic’Senate Membership - g

_Winter‘1972

- (=995)

Professor | 490 | 12| 502 | 97.6 |2.4
\Associate:- . o ‘192‘:t10 | 202 - 95ﬁ1>' h4'9
Assistant | 250 |19 | 270 [ 93.0 | 7.0

'Lecturer_with ok ‘ u S CPRAERUL DA
Permanency oo T 3 10 ,:70;0 30‘0
| Faculty in Residemce | 9 | 2| 11 | 8L.8 [18.2
CTotal .| 949 | 46 | 995 | 95.4 | 4.6

' VSource Academic Senate membership llst Wlnter quarter 1972

On the Academic teaching,Staff :‘on—ladder, non—Senate,positions), how—'

- ever ‘women’ fared better'h'only,76 74 of these_positions were held by men.

V‘Approximately 604 of the women 1n teaching positions had non~ladder‘

classifications (Lecturer, Supervisor Associate—In), although only 20/

'~of the men were in non~iadder ranks

The overall percentage of ‘men in the teaching ranks (Academic Senate

“and Academic Staff) in- the winter of 1972 was 91.5% (llS3 d, lO7 2.

1260) The overall representatlon of ‘women, thus, was 8. SA



Table.2

g

UCD Academic Staff (teaching)

(N=275) }
e elirotal | % e | %e
Acting Assistant ol
Professor C 18 24 20 01 90.07] 10.0
o lnstructor_ SR RER S 2N B 1 |100.0 . 0.0
|recturerx | 113 37 150 | 75.3 | 24.7 |
|Associate-In © | 55| 16| 71 | 77.5 | 22.5
‘ Supervisor L h‘24 '-9k7”’{33l\‘ 72,71 27.3
Total 211 ,§4f _:275f‘ 76,7 | 23.3 |

;u* Includes Lecturer .with permanency.. l\ ‘
‘Source:.* Computer print—out of Departments by Rank and

_Average Salary, November l97l g
- yrlhf’J p:‘ ) There is-a: diSproportionate tendency at Davis to place
ywomen’in‘categories that do not lead to tenure and do‘not generally i
‘lprovide access to‘research funds sabbatical leaves or other facilities
which are vital to scholarly careers. ‘Furthermore, Personslholding ,
“.Academic Staff teaching positions tend to have heavier teach1ng loads ~
than those with Academic Senate rank and theyltherefore have’ greater‘
~,d1fficulty in pursuing other scholarly endeavors such .as research ‘and.

H publication. o

Women in laddor p081tions are looated ‘in’ only a few scholarly

“‘areas in the College of Agriculturel and Environmental Scienceo.' :hey“ .
“iare found primarily in fields tradltionally thought to be female

SApplied Behavioral Sciences (which lncludes Child DevelOpment and

‘VTDesign), Consumer Sciences and Nutrition, all of which are outgrowths,;h*
‘% k f iof the former Department of Home Economics.j These three departments

account for 62 5/ of the WOmen in ladder positions in the College
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Women with teaching positions in Agriculture are almost three times more

e

T ‘ likely to be Academic Staff than are men with teaching positions, 44.8%

compared to 15.1%.

Table 3a ‘
The College of Agricultural and Environmental Sciences
UCD Academic Senate Membership
Winter 1972%

Lecturer
-Associate | Assistant with , %
Department Professor | Professor | Professor |Permanency| Total |Women
d ? J 2 - d R d 2 g 2 ;
Agricultural ‘ 1 4
Economics 12 1 2 0 5 0 19 1 5.0.
Agricultural
Engineering | 11 0 3 0 3 0 ‘ 17 0 0.0
Agronomy 13 0’ 1 0] 1 0 15- .0 0.0
Animal ‘
Science 14 0 3 0 4 0 21 0 0.0
Aninial -
Physiology 5 0 1 1 3 0 9 1] 10.0
Applied
. Behavioral :
g _— Science 5 1 0 2 6 3 / 11. 6 | 35.3
- : Avian 4 : . s .
Science 6 1 3.0 0 0 9 1 | 10.0
Biochemistry :
and ‘ : _ '
Biophysics 7 of 3 0 2 1 A 12 1 7.7
Consumer ‘ o o
Science 1 1 0 0 3 0 .4 1| 20.0
Entomology 8 0 4 0 1 0 13°0 0.0
Environmental SREE B - ' :
Studies -~ | 0. .0 0 0 7 0 70 0.0
Environmental ' Ve :
Horticulturd, 5 0 5 0 0 0 10 0| 0.0
Environmental | , , o
| Toxicology | 2 0| o0 o1 0 3 0] 0.0
“Food Science |18 0 2. 7143 0 23 1] 4.2
.| Genetics' - 3.0 3 0 2 1 8 1p11.1
.| Nutrition 1 1 0 1 1 1 .©2.31.60.0
|'Nematology 4. .0 0 0 o ‘0 4041 .00
Plant | BN | e ,
- Pathology  [10 =~ 0| '2- -0 1 o0 ‘130 | 0.0
Pomology 9 . 0] 1 0| o0 0 10 0. | 0.0
Soils = = 6. 0] 2 0] 10 ©9..0.1.0.0
Veg. Crops . 9 o4 2 - 0f o0 - .0} 11 0| 0.0
Viticulture L : P S '
cand - o . o ‘
“Enology - |10 - O 1.7 0] .0 " 0 o 110 0.0
Water Science | 8 0| 3. 0.0 0 - o f+ & - 111:0.{ 0.0
- Total' .. -[L67: 5 ’f4l'fnfu5?"44* B T L e 252 16 6.0
% Female -« 1:°29.0% |- .10.9% ~12,0% pree e o 6,0% ‘

- *.Individuals with® Jjoint appointments: counted iny once,: the dep-: ctment- f[i
glven in accordance with the Academic Senate membership listing.,t,'ﬁgfjv
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{ Table  3b .
The College of Agricultural and Environmental Sciences
Teaching Academic Staff
November 1971
Acting
Assistant ‘ 3 %
Department Professor .| Lecturer *| As.;ociate~In | Supervisor| Total | Women
' d ? d ¢ ? o Q d ? d 9
Agricultural ~ :
"Economics 0 1 0 1 0 2}100.0
Agricultural
" Engineering .2 0 2 04 0.0
Agronomy 5 0 5 0 0.0
Animal : ‘ ' :
Science - ‘ 0 0 -
Animal
Physiology 1 0 1 0 ‘ 2 0 0.0
Applied. ‘
Behavioral ' :
Science 8 5 1 1 9 61} 40.0
Avian .
' ‘Science : ) 0 0 -
s ‘Biochemistry
q -and
) Biophysics 1 o I 1 0 0.0
Consumer '
Sclence 0 3 0 34100.0
Entomology 1 0 L 1 0 0.0
Environmental”
-Studies : 1 0 ‘ : 1 041 0.0
Environmental s ' . \
Horticulture|' . o 1 o 0} . -
Environmental |' - : : ‘ ‘ b
. Toxicology o N 0.0 -
Food Science S 2 0 2.0 0.0
‘Genetics ‘ ‘ 00 -
‘Nutrition . 0 1 0 -1 }{100.0
'NematOlogy o 2 0 2.0 0.0
1 Plant - s SR ,
Pathology 1.0 101 0.0
Pomology 8 1 8§ 1] 11.1 i
.Soils 4 0 4 04 0.0
Veg. Crops - 3 0 3-0.{-0.0
Viticulture® :
: and IR
Enology : AT e e R 0 O -
Water Science R B SN T B I A N D
n SR . Total .| 1 : ‘1', 427’ 11 | 1 0 1 01145013 2244
{ - [i%Femsle’ - | 50, % '20.8% | 0.0% 50,04 22,42 1

; Includes Lecturers assigned to teaching with and without permanency of.
employment.’ : : .
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In the College of Letters and Science, Senate women are located

in four areas. English (5%), Botany (2%), the foreign languages (5%)

and Sociology (3%2) account for 68.27% of the Academic Senate females ‘in

L and S.
Table 4A
The College of Letters and Science
UCD Academic Senate Membership
Wintex 1972
Lecturers
; Associate (Assistant | with %
Department | Professor| Professor |Professor |Permanency| Total |Women
: o ? o ? o ? o ? g Q2 |-
American
" Studies . 0 0 1 0 2 0 3 0 0.0
Black C ‘ :

Studies 0 0 0 0 0 0 0 o0 0.0
Anthropology 4 0 1 0 7 1 12 1 7.7
Art 5 0 4 0 3 0 1 0 13 0| 0.0

" Bacteriology 4 0 2 0 2 0 8 0 0.0

Botany 9 1 4 1 5 0 18 2 | 10.0

,{“, ’ Chemistry | 11 0 7 0 7 0 25 0 0.0
- Dramatic :

Arts 3 0 2 0 2 0 1 0 8 0 0.0
Economics 7 0 2 0 6 0 ' 15 0 0.0
Education 3 0 2 0 3 1 1 0 9 1 10.0
Engiish 6 3 8 1 4 1 1 0 19 5] 20.8
French & ‘ ‘

Italian 3 1 0 ) 6 1 0 1 9 3| 25.0
Geography 3 0 0 0 3 0 6 0 0.0
Geology 5 0 2 0 3 0 1 0 10,0 0.0
German & . ‘ o
~ Russian - | 1 1 4 0 7 0 1 1 {13 2] 13.3
History . 16 0 6 0 6 ) 28 0| 0.0
‘Mathematics 13 0] 12 0 {11 0 36 0 ], 0.0
Military | - S R ' S B I

L Science 1 of 3 0 2 0 o 6 0| 0.0
- - | Music , 40 -1 1.1 .2 0 1 0 8 1| .11.1
‘ Philosophy 301 2 0| 4 L0 9.:1 }.10.0
‘Physical Ed.| 3 of 2 0 (1. 0 60| 0.0
- Physics - 7.0 5770 5 0 19 0.{.0.0
Political I _— N PR
" ‘Science . 9 0| 4 18 .0 20 1 | 4.8
| Psychology b o 7.0 [ 7 'L 19 1- 5.0
| Bhetoric. - 1 0l 2 0| 2 "0 50 0.0
‘Sociology 5 .0 3 0 -3 "3 11 -3 [21:4-
Lpanish' & PRI R e . R R §
- Classics | 4 o 37 0| 60 C . +]"13 0.1 0.0
Zoology - | 31 Q) 2 0 6l 139 15,0
i Total | 144 7092 - 411249 7.2 1367 22 | A
o i “ Laddex ‘Ranks Only i 1360 20 ['5.6-
% Fepale S
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Table 4b
The College of Letters and Science
fTeaching Academic Staff
November 1971

Acting ‘
Assistant , ' z
Department |Professor | Lecturer*|Associate-In |Supervisor| Total | Women:|
, < o & ¢ o e R ¢ 9 R
American ‘ j

Studies 1 0 1 o| 0.0
Black

Studies B 1 1 1 o0 0.0
Anthropology 3 0 4 1. 1 0 8 1} 1i.1
Art 11 0 6 1 7 1| 12.5
Bacteriology 0 1 1 0 1 1} 50.0
Botany 4 0 1 0 5 0. 0.0
Chemistry 2 4 4 1 6 5| 45.5
Dramatic )

Arts - 1 0 3 1 4- 1 20.0
Economics 2 0 0 0 5 0 7 0 0.0
Education 1 0 ‘ 8 4 9 4 30.8
English 5 0 3 2 5 2 13 44 23.5
French & '

{ Italian 1 o o 3 2 4 3 71 70.0

: Geography 1 0 1 0 2 0 0.0
Geology 2 0 = 2 0 0.0
German & ) \

"Russian 1 1 5 4 6 5| 45.5
History 1 0 7 0 8 0 0.0
Mathematics 1 1 -2 0 371} 25.0
Music -2 0 1 1 314 25.0

‘ . | Philosophy : e 1 0 , 10| 0.0

.~ .| Physical Ed. 1. .01 0 12 4 14 44 22.2

' | Physics . 4 0 ‘ : : | 4 0} 0.0
‘Political” . o o -

Science .| 0. 1| .2 -1 2 2} 50.0
Psychology 1 0 4 1 0 2 5 3}°37.5
Rhetoric : ‘ '3 2| 3 2| 40.0
Sociology 2.1 1 0 3 1| 25.0
Spanish' & V : N | o
".Classics - 1 o 2 1 IR S 3010 025.0
Subject A EENREEITE T p1r 2 1 0 112z} 14,3
Zoology . | = 2 o s 0 ool 7000 0.0

Total 16 1] 52 21 | 52 16 |23 - 8 t 143'46f“24.3
% Female ) 5 I 28. 8 ‘ 23,500 25.8" 24 3

& Includes Lecturers a551gned to teachlng with and without permanency
of employment. o ~ ; : ;
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There is probably historical'reasoﬁ for the presence of woﬁen in English,
where four-fifths of them were already employed two decadgs ago, when
the Department’s pri¥mary function was to service the science and agri-
culture‘curricxla. In Botany, a successful experience with a distin-

guished woman >rofessor in the '50's may have paved the way for other

women. The foreign languages and Sociology are fields with high female

student enrollments, both locally and nationally (seé‘Table 11 where
these academic units are studied in depth). ' Physical Education has
also. been recognized as '"Women's territory," where four wcmen have

persevered, although‘all of them are in non-Senate Academic Staff ranks

. (Supervisors), two of the four with permanency of employment. The entire

remainder of the College is represented by only 7 other Senate women. In
Letters and Science, women are 2~1/§ times more likely to hold Academic
Staff positions than men (68.1% vs. 28.2%).

~The School of Veterinary Medicine employs three women with Senate

membership, although none of them are in tenuredgprofessorial ranks.



et

Table 5a

The Professional Schools and Colleges

UCD Academic Senate Membership
Winter 1972

'\3?

‘ Lecturer
.School or Associate | Assistant - with " %
DBepartment Professor | Professor | Professor | Permanency| Total | Women
‘ d Q J ? d e d 2 g .92
. Veterinary Medicine ' -
Anatcmy 3 0 2 0 1 0 6 0 0.0
Clinical . ‘ )
Pathology 3.0 1 0 1 0 5 0f 0.0
Clinical _
Science 12 0 8 0 8 0 0 1 28 1 3.4
Epidemiology ‘ ‘
& Preven-
tive Med. 7 ol 1 ol 3 1 11 1| 8.3
Pathology 4 0 1 0 2 7.0 0.0
‘Physical : : o
Science 6 0 5 0 5 0 16 0 0.0
Veterinary ‘
Microbiology| 8 0 1 0 2 1 11 1 8.3
43 0] 19 o) 22 2| 0 1.8 3| 3.4y
Medicine 49 0 22 1{ 39 2 8% 2% 1118 5 4&.1%
Law 22 0 22 0 0.0%
’iEngineeriné
Applied . 3
| Science b 6y -2 -0} 3 .0}.1% 0% |10 0} 0.0
| Chemical 20 1 0 3 .00 L 7. 0 0.0
Civil - 4 0.5  ofl s ol 14 0| 0.0
Electrical. | 4 0| 5 of 7 0 16 0. 0.0
Mechanical 8 0 5 ol 4 0 117 ol 0.0
7 0| T® 9@ T T* o o| oo

,*’Faculty in Residence

IITA-11
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i |  Table Sb
) The Professional Schools & Colleges
Teaching Academic Staff
November 1971

‘ Acting
School or Assistant : ' A o %
Department Professor | Lecturer | Associate-In | Instructor| Total | Women
d Q d g d ? d g Jd ?
Vet.erinary Medicine
/natomy ‘ ‘ ' 0 0 -
Clinical , ,
Pathology 1 0 1 0 0.0
£linical ~ ‘ o
Science -1 2 1 2 75.0
Lpidemiology :
& Preven-
tive Med. 1 0 2 0 ‘ 3 0f 0.0
Pathology ‘ : ‘ 00 -
Fhysical
Science : ] oo -
Veterinary
Microbiology| - - ' 0 0 -

{ . 1 0 & 2 ‘ 5 2| 28.6
Medicine 5 2 1 0| 6 2| 25.0
Law ’ c I T N | - A 1 14 50.0| _ .
Engineering
Applied » \ S N R

Science | . 9 0 - . 19 0 0.0 ;
Chemical = . : S S ‘ : Q 0 = -~
Civil - » o S -1 .0, S S0 0.0
Electrical g e o1 e ] | 1 1 0} 0.0
‘Mechanical o L Rt - N 00 f =
9 0| 2 0 11 o} 0.0
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Nor have women fared well inm the School of Medicine, which has

grown to 123 Academic Senate positions gince the arrival of its first

faculty member in 1966, Among these, 118 are men and 5 are: women. CQCaly

‘one of these women is tenured; two of them are non~tenured regular fac-
ulty; the other two are Faculty in Residence, that is, hired on soft
money, with Academic Senate membership, but without the right to accrue
time toward sabbatical leave or tenure. Thus, forty percent of the
women in Medicine are in a ppsitionyof beingv"second-class citizens";
only 7% of the ﬁénﬂére in like status. In :the time that Medicine has
hired 71 men with tenure, it has hired one woman with tenure. .

At this writing, the Law School employs one half-time female lec-—

turer who does not have Academic Senate status.

Engineering, with a faculty of 63, employs no women in either

Academic Senate or Academic Staff positions.

- - Tabie 6a
Summary of the UCD. Academic Senate Membership
Ey Colleges‘and Schools
' Winter 1972

(N=995)-
T . ‘Lecturer | Faculty ‘ : :
] . | Associatej Assistant| " with - | “din" . - %, :
Academic Unit:| Professor| Professor | Professor| Permanency| Residence| Total |Women )
o e R S TR ZUEETRE - T E R g9
Agriculture | 167 5041 5] 44 6] = , 1252 16.1 6.0 ;
Letters & L s N B . ’ B P
~Science | l44" 7.1 92 4124 9l -7 2 o 367 22| . 5.7 ;
Engineering | 22 0f .18 0| 22" 0} L 1 0] 63 0 -0.0
Law o 22. 0 \ Eol BEIRE - 220 01 0.0
Veterinaxry | e : o
1 Medicine | 43 ' 0] 19 0} ‘22 2 0 1. "84 3| 13.4
Medicine 49 0l 22 ‘1| 39 2 : 8 21118 5 4.1
Emeritus = | 43 0 o e : | 430 0.0
Totai . |490 121|192 T0{251 -19}{ -7 -3 | ‘9 -2 |99 %6 TP B
% Women' - | 2.4% C4.9% | - 7.0% | 30.0% | . 18.1% | 4.6%%| . R

* Ladder ranks only (N=974) - 933 o, 41 2‘=‘4;2%~female;;
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Table 6b
Summary of UCD Academic Teaching Staff
by Colleges & Schools
November 1971

IIIA~-14

Acting
Assistant
Academic Unit- Professor Instructor Lecturer ' Associate—In Swpervisor Total
o g d ? J ? J 2 ) ? g 9
Agriculture - 1 1 42 11 1 0 1 1 45 13
Letters & '
Science 16 1 52 21 52 1& 23 8 143 46
Engineering 0 0 9 0 2 Ul 11 0
Law 0. 0 1 1 0 0 1 1
Veterinary
Medicine 1 0 4 2 0 -0 5 27
Medicine 0 0 1 0 5. 2 0 0 6 2
Total 18 2 1 0 113 37 55 16 24 9 211 64
% Women | 10.0% 0.0% 24.7% 22.5% 27.3% 23.3%

The .percentage of women in the Academic Senate has not increased

gyer the past decade, the‘period of greatest growth of the. Davis Campus.

In the winter-of 1972, the representation of women in Senate ranks was

only 0:5% higher than it was in 1962-3, 4.6% vs. 4.1%). This increase is

due primarily to addition of two "second-class status" categories to
lueé . p y - onda-c g

Senate membership: Lecturers with permanency of employment and Faculty

" in Residence. Without these two new categories, the Senate is in fact.

kN

: . N . ‘ - o . . ' : :
-approximately at the level of: 20 years:ago (4.2% vs. 4,3%). The overall

. average for the‘last;fiVe'years was exactly'the same as the base: figure

for 1962-3: 4.1%. Essentiaily,ithén, the repreSentation‘of‘wdmen on
the faculty has'fémaiﬁed uhqhanged. ‘Since 1962-3, the maximum fluctua-

tion in either direction was only a half percert..
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A Table 74 o
Academic Senate Teaching Faculty

1962-63 to 1971-72

Men Women 7% Men % Women
1971-72- :
~ Professor’ . 490 12 97.6 2.4
Associate 192 10 95.1 4.9
Assistant 251 19 . 93.0 7.0
Lecturer* 7 3 70.0 30.0
Fac. in Res. 9 : 2 81.8 18.2
Subtotal - 949 46 95.4 4.6
1970-71
Professor - 455 12 97.4 2.6
Associate 189 11 94.5 5.5
P Agsistant o227 14 94.2 5.8
" Subtotal 871 = 37 95.9 4.1
1969-70
Professor 407 - 11 97.4 2.6
{ Associate 185 11 94.4 5.6
‘ ‘Assistant 237 14 94.4 5.6
Subtotal 829 36 95.8 4.2
1968-69 .
Professor 367 .8 97.9 2.1
Associate ‘ 168 T 96.0 4.0
Ass istant - 1217, 14 +93.9 6.1
Subtqtal 752 29 96.3 3.7
196768 o , |
- - Professor 317 8 - 97.5 2.5
- Associate T 144 0 6 - 96.0. 4.0
- Assistant o7 13 93.8 _ 6.2
‘Subtotal 658 27 . 96.1 . 3.9
1966-67 o _ Co T . :
Professor o292 ) 7 97,7 2.3 E
‘Associate- . 150 7 . 95.6 b.b
iAssistant'u ; 199 12 94.3 -5.7
A Subtotal R "541 26 . 9%.1 3.9
‘( ’; ‘ *Lecturer includes ‘only those with Academic Senate status:

Lecturers with permanency of employmen:, became members of the‘
Senate in 1971 72 e . ‘
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oo . Table 7a (cont'd.)

Men Women ‘ % Men % Women
1965-66
Professor 266 6 97.6 Z.4
Associate 152 ' 7 95.6 4.4
Asgistant 184 13 93.4 6.6
Subtotal 602 26 95.9 4.1
1964-65
Professor 227 , 6 97.4 2.6
Associate 132 6 95.7 4.3
Assistant 153 .13 . 92,2 7.8
Subtotal 512 25 95.4 4.6
1963-64 | ~ .
Professor 224 6 97.4 2.6
‘Associate ‘ © 118 5 96 .0 4.0
Assistant: 144 12 92.3 7.7
Subtotal . 486 23 95.5 4.5
{ 1962-63
Professor 190 6 96.9 3.0
Associate 110 -5 95.7 4.3
Assistant ‘ 122 7 94 .6 5.4
Subtotal 422 18 95.9 4.1
TOTAL 6721 1293 '95.8 4.2

* . Source: Academic Senate membership lists.
‘From this evidence, Wwe must conclude that the discriminatory patterns in-
dicated by the present faculty distlibution are not re-ent they have
»d'existed for a long time and are presumably a function, knowingly or un—

- ]knowingly, of persisting faculty att1tudes (Section iv).
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7 N _ Table 7b
Academic Senate Teaching Faculty

1952-53
Men Women 7% Men % Women
Professor 62 3 95.1 4.9
Associate- ‘ 56 1 98.2 .1.8
Assistant 75 2 97.4 2.6
Instructor ' 27 4 87.1 12.9
Total . 220 10 95.7 4.3

Source: Academic Senate membership list.

The proportion of women in Academic Senate positions at Davis is

strikingly similar to those found at Berkeley (by the subcommittee on

the Status of Women, appointed by‘the Berkeley Academic Senate Commi ttee
on Senate Policy). As is shown in the table below, the data on the
present composition of the Davis faculty vary little from the data

published in the Berkeley repc.t (p. 25, Table IV-I),

e

; Table 8
Representation of Men on the Davis and Berkeley Faculties:

Percentages Compared

- Rank . Davis (1972) Berkeley (1969-70) = Difference

Professor - 97.6 Lo 97,7 +0.1
Associate o 95,1 ; 94,7 - =0.4
ASSiStant . 93.0 - . - 95.0 2.0
Academic Sraff .. 76.7 ‘ o725 0 - =4, 2

source? Davis. Tables 1 and 23 Berkeley Report of the Subcommittee on the .
Status of Academic Women on the Berkelev Campus, ‘May" 1970

lhese data show that Davis has been slightly more receptive to women
at’ the Assistant Professor rank but has not bettered Berkeley s record
,in the'tenure ranks nor at the Academic‘Staff level ‘ Furthermore, the

stable pattern of male-female representation found at Davis over time
is paralleled by aimilar longitudinal stable patterns at Berkeley ‘In-
(y'l "p' light of these findings, many of the conclusions of the Berkeley report

/should be considered applicable to Davis.7
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Summary of Findings

L

1. Women are under-represented on.the faculty at the University
of California at Davis.

2. UCD women faculty seldom attain ladder ranks.

3. Women are placed predominanély in Academic Staff teaching.po=
sitions. The University evidéntly considers women to be qualified and
able to teach, but does not considervthem qualified to hold "status po-
sitionsf”

4. Women faculty are concentrated in a few areas, primarily those
which have long been stereotyped as acceptable fields for women. Many
depafpments have no women faculty. |

5. The oﬁgrall_patterns of sex distribution have persisted un-
changed for at least twenty years inlspite of the extraordinary expan-
{ . 5ion of the Davis campus and the éubstantial modification of its goals

during that period. |
6. The discriminatory pafterns‘identified at Davis are remarkably-
éimiiar po those found at Berkeley; both in the present and ;he longi;

tudinal faculty distributions.

7

e

O
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2, PROMOTIONS

The promotional structure lies atvthe heart of the problem being
considered in this report, for the granting or withholding of tenure and
the distribution of other rewards function as perhaps the chief means by
which authority is maintained and preferred valueas are perpetuated. One

of these values seems to be the perpetuation of a faculty membership

-which is predominately male.

In the University of California system, secrecy.marks nearly every
stage of the promotion procedure;‘information on a candidate passes up—
wards throughfa series of doors opening in only-one direction, in which
the candidate usually, and~the department:chairman often, cannot find
out the nature or underlying reasons for the actions in the levels
above.l But the promotional procedures, however obscure, do much to re-
inforce the inequalities'already evident at the hiring'level;

Where women receive promotion: . The ''female" areas. Women are

present and have perseyered in fields generally conceded to bes"female":

those related to Home Economlcs women 's Phy81cal Education, and those

with a historical reason at Dav1s to contain women, Such as’ English and H‘

Botany.  In the College of Letters and Sclence, the forelgn language

departments (combined for purposes of th1s study) also have two tenured
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women and two female permanent Lecturers.; In the winter of 1972 there R

1 For an 1dentification -and evaluatlon of the Academic Senate pro—
cedures used 'in the promotion’ and retontion of faculty at Berkeley,, T
sea the recent study by T. R, McConnell The ‘Faculty in- University -

"Governance Berkeley. l97l McConnell reports that women-at: Berkeley are:'
k 1nadequately represented on ‘Academic ‘Senate personnel and policy—maklng b
ccommittees, ( 27 ff) includlng the restrict1vely~selected Budget Com~t§*r

mittee which: substantlvely determines :the” promotlons ‘and "retention- of
‘individual faculty members (p:~30).. He further notes that the conse—“
quences .of" secrecy- ‘and’ non—accountability 'in ‘the Academic Senate‘f ‘
operations are important: questlons "to:be. considered (pp 40 4l)

"Berkeley had no effective appeal procedures for. persons who had been

denied promotion tenure, or merit: 1ncreaseu.: Indeed “the personnel

process was so confidential at Berkeley that the 1nd1vidual often had tow'J
'guess at’ the" reasons for- his’ fallure to: advance," (p. 41) Additlonal
d1scuss1on of ollgarchlc behav1or and secrecydn. Berkeley Academlc Senate:ﬂﬁ

matters is given by K. P."Mortimer, Aca__ealiQ_Mmmenf_af_Berkelex, the_

A A e e e e e DT g 111FF- 1T61€F
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were only ‘three other women with‘tenure‘in L & S (Philosophy, Music,
Political_SCience).

In the College of Agricultural‘andvEnvironmental Sciences, most
women are found in the‘outgrowths of the former Department of Home .
Economies. Only four tenured womern are in other f1elds, although two ofk
'the four are inndisclplinesrcontingent to‘Home ﬁconomics concerns:
FooddScience;and consumerdstudieskin‘Agricultural Economics. The one
facultyuwoman invthe Law School teaches‘family‘law. From this data, it
appears that the faculty is'less.troubled by female colleagues in |
areasptheyhconsciouSly or unconsciously’concede_to be'ﬁproperly

female;f

Where”w0men receive.promotionzi analysis*of“the‘Colleges‘and Schools;
Promotions to tenure have been‘achieved by women only in the Colleges
of Letters and Science and in Agrlcultural and Env1ronmental Sclencesr
We analyzed the promotions~to‘Assoc1ate and Full‘levels‘over a ten;year
| period 1l96243hto l§7l—2 (Taole 9)" Our‘source; the lists‘puhlished in

the UniVersity Bulletin, contained the most complete and accurate data

"readily available although 1t preSented some problems. (l) persons

“promoted at odd times were, not 1ncluded and (2) these lists comblned
_professorial titles with the equiJalent titles wh1ch did not bestow
~Academic Senate membership beneflts Comparison of'promotion and'Senate

membershlp lists allOWed professorial titles to be 1dentified

The College of Letter and,Sc1ence In L &‘S, only 5 women, as
]contrasted to 211 men were promoted 1n the professorlal ranks during
he ten year period Three women and 17 men were promoted to equivalent .

ranks (Lecturer with permanency of employment Supervisor or Associate

Supervisor various research titles) This means that 92 5% of male

‘promotiona were in the professorial ranks while only 62 5/ of the female
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' MALE AND FEMALE PROMOTIONS TO‘FUtL AND ASSOCIATE PROFESSOR

{ |
) 1962-63 to 1971-72
Men Women . . = Z Men % Women
1971-72 | | o :
- Professor ©.25 -0 100.0 - .0
Associate 122 .0 100.0 .0
‘Subtotal 47 0 100.0 - .0
4970-71. - X
ProfesSor 32 0 100.0 0
“Associate 27 1 96.4 3.6
Subtotal - 59 1 98.3" 1.7
1969-70. : \
" Professor 31 .0 : 100.0 .0
Associate .33 4 89,2 - 10.8
~ Subtotal 64 - 4 94.1 ‘ 5.9
1968-69 o |
Professor - 19 1 95.0 5.0
~ Associate _36 2 94.7 5.3
L Subtotal : 55 3 94,4 5.2
1967-68 _‘ : ’ « | "
Professor . 33, 1 97.1 2.9
_ - Associate 29 0 100.0 0 :
(-~ sutotal 62 1 98.4 1.6 ;
. 1966-67 - o )
 Professor .21 2 - 91.3 8.7
‘Asgociate - 22 1 . 95.7 4.3 i
Subtotal 43 3 193.5 6.5 .
196566 - - - ‘ j
L Professor ‘ 17 0. 100.0 .0 :
Associate 12 1 92.3 7.7 B
~ Subtotal 19 1 95.0 5.0 -
196465 ‘ ; P §
Pxofessor . 10 .0 100.0.- - .0
‘Associate . 21 0. o l00.0 0 .0
o Subtotal ~3L 0 S 100.0 - .0 5
' 1962-64 | \ o S | .
‘ ;Prof‘essor‘ N (. - 100.0 .0-
:Associate - - 13 0 ‘ lOO 0 .0
~ Subtotal 730 0 - 100.0 0 :
1962-63 \ o ]
Professor 15 0 - 100.0 0 ;
Associate 19 L 195.0 5.0 ‘
Subtotal 34 1 97.1 2.9
A tTOTAL Tl T | SR e |
S o Professor 2200 4 - 98.2 1.8 ;
( ‘Asso‘ciate o234 10 295.9 . 4.1 : S
o s TR Yo T3 i
Q . % Source: Promotion lists pub]ished annually in the Universitz

. [MC | o - Bulletin.
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{ k promotions?were professorial, "Said another way, only 7.5% of the men
;promoted were i“:the lesseprestigious equivalent series, while 37.5%
- the women belonged to this group.,

The' uollege of Agricultural and EnV1ronmental Sclences In A, & E.S.,

-9 women, as contrasted to 149 men, ‘were promoted in the profe sorial

ranks. ‘One woman and 42 men were advanced in the equlvalent‘tltle

series; ‘In‘this colleée, 9 of‘the‘lO'women prdmoted_were in protessorial o
‘titlesf(éé.gz) while 149 of the 191 men‘Were professorial (TS,QZ).

A comparison of the statistics draWn from the two colleges sug-

- ges ts that A, & E.S. has been’receptive and - fa1r‘1n 1ts promotlonal
-‘practices although the overall representatlon of womenkin A& E S.

dis still low. .

The other Schools. uring the same ten—year period the‘School of

i o Veter1nary Medicine made 49 promotlons (48 to rank and 1 to equivalent)
{ !

- All of thesejpromotionsiwere men. -

L e

.‘t;fyt.u Iy The School of Englneerlng, wh1ch promoted 31 1nd1vid—

‘uals employs no women. The School of Medicine, belng relat1vely new,
had promoted only'lnof its 123 faculty by the t1me ‘the 1971-72 lists : : gF
;} “‘were published All ‘of these were men and one‘of them was in equlva—
‘ lent titleus The Law School wh1ch promoted i man, conta1ns no‘tenured | ' “"}
;Nwomen as of thls wr1t1ng‘ | ‘

The portion of Women in the tenure procedures To receiveftenure

\tdstatus, a person must be. hired at tenure or: receive a tavorable decision
‘from the combined input of Lhe tenured faculty in the department the“:
jisecret ‘ad. hoc committee; and the Budget Committee-‘the Budget Committee ’7:’.“ ’jgi
‘is technically able to overturn decisions made at lower leVelS. ‘ln;

(3 - practice .hoWeVer it is almost impossible to find a negative Judgment

‘ at the depar ment level overturned by superior jurlsdlCtIOH. Con51stent




‘ service Were‘compared For purposes of ana1y51s, an 1ncrementa1 weighting

‘of 1 through 11 was given to the various in—step positlonsl, and group means .

‘Professor, Step II - while that of the men was 6 8, or 1n the latter
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‘ department‘Support is needed at each in-step level of pre;tenure employ-

ment if the candidate is to be promotedISuccessfuIIy. 'If it has been

withheld at any early stage,. extraordinary support from the department
~and the department Chairmanwis‘requiredlwhen the tenure decision‘is made,

"if the candidate is to survive. It is important, then, to ask whether

support is given‘equally‘to men and women in the,early‘years upon which.
survival depends. | |
~Data gathered in l970~7I (Section‘IIIB)‘identified 13 women whoAhad been
employed in L &'S on a non—tenured basis{and had‘serwed in the University
for five'years or more, Iong‘enough to allowhevaluationlof their promo- -
tionaI'rates; Thesejwomen wereptound‘in eightdepartments.‘ To determine

whethér or not the males and females in these departments were promoted

: according~to:the same standards, thehpromotional‘histories,of‘the 13
“women and the‘71‘neneemployedzon”a'nonntenuredtbasis and whofhad,' S i

'served. for at least. 5 years in lhe same eight departments were ex-

amined. The‘position5~of the men and‘women‘atfthe end of five‘years'

and standard deviations were computed for the two groups The ‘mean- score

for Women was found to be 4 8 - that is, in the latter part. of Assistant

part of Assistant Professor, Step III .The standard‘dev1ations in both ‘

,cases were the same:(p2;5; In a less refincd ca*egorization, the data -

were grouped into four categorles and weighted 1ncrementa11y 25}The{

1 S

The' categories and weightings -Were' Instructor (l),‘ln Step I ‘
" (2); completed: Step T (3); in° Step 1T, (4), completed Step II (5), in
~ Step IIL‘(6); . complet ed Step IIT. (7); in Step IV (8); in. Step v (9),

Associate Professor Step I (10) Above (11) :

The categories and weightings were.‘ comp]ﬁtion of Step 1 (1), ‘
completion of: Step II (2); compIetion of Step 111 (3), Step IV and.
pabove (4) ‘ ‘ ;
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. mean, median and mode for each group were determined. The mean and me-
dian for women were found in Step II while those for men.were found in
Step III. The modal group for women was found in Step I although the

mode for men was in Step II. In each case, then, the answer was the

same; the mean, median‘and‘mode‘all diSclosed that women&kre disadvantaged:

as "8’ grOup, they‘”ereone full step ‘below the compaiable male group. In

practical terms, 'the women WeIe€ twg years behind the men at‘the end of

five years' service. ' They were denied equal salary and placed in a

weakened position for the‘jump to tenure,;which»must‘be accomplished at

mosit- . by the seVenth year if it is"to.be accomplished at all “; s

From_these'datas it is appaient that the eight integrated depart—
ments (all of which were willingdto hire women in ladder‘positionS) have_‘

not advanced their women‘asﬁvigorously as‘their men. This fact is even

‘more telling when it is conSidered in light of the oomparable qualifications
" these women presented at hiring (Section IIlB) ' BeCause the‘women were a‘
rankhlower than;theydshonld‘haye been,jthey were placed in double‘jeopardy;
not‘mmly‘was,ittprohably mOre difficult'for‘them to‘gain‘favorableI'
department andﬁad_hogpcommittee:evaldations, but also they reduiredw
nnusmal‘supportzat'the’"eleyenthnhodrﬁ iniorder to receiye*the‘larger

~than normal- advancement necessary to.survive.:

fEemalefprospectscof‘academic job security ) One of the. most eLH51Ve
aspects of a study of promotional practices is that of flow - the turn~‘
over‘of:nonftencred‘faculty‘memhersfg But:this information is'needed~if
one;wishes to”testfwhether hayisfis:anOther ekample offthefoften;heard
1accnsationmthat'higher]edhcationfis‘ﬁa‘revolvingfdoor;fdr women.,"

‘Does Davis ﬁmove‘its women on'" in‘disproportion to“its‘rejection\rate‘

5%3 )

for men? There is, of course, no way to:learn the circumstances of

L:[ERJ!:‘ % faculty departures, whether they are for "better positions" or in response . -
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"to.ithe handwriting on ‘the wall.” But one can learn somethlng about
the:flow of faculty by follow1ng the careers of all non~tenured faculty
present 1n~afg1ven year.‘ Thls‘method was trled.

Our base"consisteddof all individuals holding non—-tenure ladder

positions in 1964-65. These individuals were followed through seven

years either to tenure or departure. The year'197l—72_was the latest

year in which-promotion or deuarture should‘normally account for every-
one,in the group. ;A;COunt of the Assistant Professor‘listingS‘in‘the
1964 65 catalog produced 200 names, and at this writing, l2 persons (i1
men and '1 women) rema1n in the current Academlc Senate llst as ASS1s—
tant Professors'1n”thelr'eighth,«mandatory‘term;nal year. For‘them to
survive, a last;mlnute‘repriewe isﬁrequirediuw

When the careers of the 200 non-tenured faculty were followed to‘
tenure or to'departure,‘the.followlng‘facts wereffound:‘ 103 of them ‘
recelved Assoc1ate Professorshlps at UCD (97 men and 6 women)‘—— more .
than half of the total But the tenure*was disproportionately granted.

Figures,show th&i:SS.Z%‘of the men ‘survived the tenure hurdle‘(97‘ofh

'182) while only 33. 3/ of the women . surV1ved (6 out of '18). Two other.
~,women (11 l/) wenes ! saved by belng given.Tecturer. pOS1t10ns,‘although

- not oneaof‘the;manzwas assrgned this'secondary‘status. Nine women

faileddto survivatat‘all and one-isdstill:in limbo. ‘Non—tEnured”women

in l964—65 had oﬁly one" chance in three to: become Assoclate Professors‘

:1n therusual seven‘ BEL wh11e non—tenured men had- better than a

'flfty—flfty chance for the same reward

Ly

Whlle h1gher education at Davts may not be only‘a‘revolving‘doorfﬂ

for women," it, revolves cons;derably more often for them than for men.. .

" The cost to women of hiring and‘Rromotional patterns at Dav1s

Womentare underrepresented in‘the~Colleges_and‘Schools.‘ To examinc the ﬂ
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conseq.ences of hiring and promotional patterns, comparisons were made

betWee1 ‘the available pool of qualified women1 and their actual represen—

tation in the‘Qolleges‘and Schools.‘ The patterns of the College of

Letters and'Science‘may‘be used as an‘example.

In l969—70;'the latest year forfwhiCh'USOE statistics on national

Ph.D. production are available, the dlsciplines represented by 23 of

the 24 L &S departments2 produced ll 575 male doctorates and 1, 926

female doctorates, a total of 14.3% female Ph.D. recipients.? On the

basis of'l4.3%,‘if‘hiring‘and promotions wene equal to the availahle‘

‘ pool of doctorates, one’ would expec’ to find approx1mately 54 women on

the L & S Academic Senate ladder faculty, which totalled 380 in. l97l 72

~In facL there were only 20 Only 7 Wwomen were iull professongwalthough

" 22 'should have been expected ina faculty of 151 full professors “One
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would ulso‘have,expected to f1nd;l4 women amonguthe»96 assoCiate,profes~

., sors; instead we‘find'four Promotion and hiring procedures have pro—

Vided il & S‘faculty of sllghtly more Ihan,a third of what minimal

nonrdiscriminatory practices‘shOmld have assured inwthe‘year~197l—72

‘based;onfa verticalirepresentation of l4§3Zﬂ(20:instead of'54).

Since advanced profeasorships in’ 1971-72 rely on Ph D, production

fearlier than 1969 70 ;an examination was made’@f.Eh D.~reCipien£s
during theipreceding years. l964 65, the latest year in which ‘a. degreer

recipient might normally be expected to have attained the Associate

National f1gures for earned doctorates conferred all f1elds by sex of
~recipient, 1920~ 1970, are given 1n Appendlx 15. ‘

?This total excludes Military Science and combines the " forelgn lan— g
-guages. American Studies program is included’ because full appoint—
- ments: have been' assigned to-it. Other programs/have not been included:
because all: members belong JOlntly to departments and are enumerated

“there. - Because of the method of- USOE reportlng, statistics on Art were
. not: 1nClude e , .y

3National figures for earned doctorates conferred disciplines re—u
presented by 23 departments are. given in Appendix 16..
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- Professor rank; and 1957-58, a year in whiehﬁnorﬁal advancement should
have resail ted in‘a‘Fpil Profeééorship. As‘is shown in Table 10, one

'QOuld expectk16 Fuil Prgfesspfs, 11 Associate;Prbfessors, and 19 Assis-
tantiProfessers, at a miﬁimum,kwhenetheee“figufes‘afe projected‘on'the
pertinent available peole for'eaeh level. For example, based‘oa the
1957f58‘availab1e pool of doctorates, 10.8% of te preseﬁt Full Prp;
feseors wmuld be;Women‘if>hiriﬁg and pfombtional ptactides had not been

affected by other factors. On such aAEtorated”base, the present Letters

& Science faculty would contain 27 tenured womez, almost 2-1/2 times

“'the present actualwfigure.ofall. Farthermofe,x@@llege—wide hirings -and.

‘promations would. have produced a.Lletters: & Science faculity containing 46 -

women, a figure more.than tWiceﬁthe'actualiteptesentation 0f 20,
Bimiftar computations could easily:be made ‘For the other-Colleges"

and -Schoofs.

~‘Tabile 10
"Expected l97l ~72 Female. Faculty Representatlemg College of Letters & Sc1ence’

PrOJected On the Pertinent. Avallablenﬂools of Doctorates*

[1357—58 base] 11964 65 base] [1969 =70 base]

L& S L & S 'Women = Women‘ ‘ Women - . " Women '
TFaculty Actual Faculty EExpecteda; Expected ; . Expected
Total ~ ~ 1971-72 @ 10.8% = @ 11.5% @ 14.3%
‘Professor 151 7 e 22
 Associate 96 4 o REN ¢S L T o
Assistant 133 9 14 . 15 T |
Total - - ——-‘ . T | | L ST ‘ =
l'dtulty ‘38‘0 20 . 41 R 44 54

/(» Lk Nb are E,iVen in Appendix ]_5
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Summary of Findings

 Promotions and hirings are predominately made in the areas

generally conceded to be female.

A higher prbportion_of women than men ate shunted into Academic

Staff positions with pefménency of employment.
Depressed levels of hifing and the lack of early in-step advance-

ments -- both factors over which the departments have .cemsiderable

‘control -—- are mechanisms by which women have been placed in a

disadvantaged position for thé tenure .@valuation procedur==s.

Women. are less likely to éttainﬁjob security than men.
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" departmemts imwhich the women work. In order to gain a broad but pre-

student:enroi:
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3. IN DEPTH STUDY OF 24 ACADEMIC UNITS

The succegs. of faculty women in hiring;”promotioh, and retention

' procedures is initially determined by the actions of the particular

cise picture of the representation of women on the faculty, in terms of

: obligationsaundex“theiExecutive‘order 11246 as amended‘with regard to

sex, we examimed in depth\24 departments, schools, and colleges, selec—
ting five each from the Sciences, Social Sciences, Humanities, Agri-
cultural and Bmvirenmental ‘Sciences, and four from the Professions.

The study sample-was also.selected to contain departments with large

: ents.k~The:ma1e—femalehmiX'was determined for faculty,

academic staff;ranﬂustudentsﬁ(declared majors‘and‘gtaduate students),

as well.as" for ieaching assistantships awarded and'degrees confetred.

The:ayailahley@mol‘of‘doctbrates was also identified“for each perti-

‘nent’discipiﬁhexﬁn“termsdofwthe’natiohalkproduction of PhD's in 1969470,

the”nationalgpmnduction for the eight’ year period 1963'to~l970, and the
production:in§%969470‘by the-five‘topérated schools as defined by

graduate facnlmy : Agalnst thlb 1nformat10nal background we examlned

the h1r1ng practlces of the 24 academ1c units from l963 to 1971.

fSummarles of tht 1n-depth study of the 24 departments, schools' E
and‘colleges arexshowncln,Table‘ll. ‘The data‘on‘whlch‘these summary
tables are based are giVen beloW:

‘Academlc faculty - Tables 3a b4a, 5a '6a s
Academic ‘staff - Tables 3b, 4b 5b, 6b :
Graduates-and Undergraduate MaJors“— Appendlx 9
‘HTeachlng ‘Assistantships ~"Appendix 10, e : -
" Degrees Conferred ‘by Departments, Schools, Folleges = Appendlx ll
 Available Pool of -Doctorates = Appendlx 12 ‘
"College Art Assoc1at10n Stat1st1cs for College Art Facultles -
Appendix 13 e ~ ' ‘
Summary of Hiring Practlces —'Appendlx 14 ‘
' Hiring Practices - ‘Raw. Data in or1g1nal copy only - Appendlx 17
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The pictOrial graphs: “For each of the departments‘in Table 11 il-
lustrate the facnlty:cnmgnﬂition by sex at‘the varions academic levels,
the mhite area (womenﬂ;sﬁ@grimposed;on the’speckled areak(men); in'
three cases the women:at lEE;academicvstaff level outnumber‘the men and
the‘speckled area is sup@izimposed upon the white. 1In Law, the academic

staff cOnsists of ome wmams aind one woman and the two ;orncrdt txactl)
The graphs -are all «dvawm - the same scale, approximat.:ly 3/16" for

‘ - N
each faculty member.” Hhisws graphs glve visual ev1dence of the extent

to which women are :comwsmmrrated in (or excluded from) certain depnrt—

ments and illustraEesdﬂhellewels at which they are employed. The data

‘upon which the graphs e ‘'hased arefgiven in.Tables 3, 4, 5 and 6.

The in depth'stnﬂ#

DY, Academlc un1ts (summarlzed in Table ll) dis-
“there isimm '

%

DAl

R
-

e among

‘closed that/these un it Fmmaich. the percentage of female Academic SenaLe

members exceeds the;p;wumsna

ge of undergraduate women. ‘With the‘ex—

ception of ‘Agriculturai #Fymmomics, there is no case in which the per¥_

smomen exceeds the percentage of women grad-

uate students. With thes cmmeeption of Agricultural Economics, there is

no case in which the:

fhesmiiic Senate women equals or exceeds the po-

Lcntlally avallable poolnnfuwomen faculty as deflncd by the nntlonal

fproductlon of PhD s in. 1969 70, the’national prbduction L963—70, or tho

g productlon of the flve permnnent prestlge schools in. l969 70.

Department by departmﬂmt counts of faculty members in the DaVls

‘ catalogs for the perlod 1963264 to l97l 723 have 1dent1f1ed the_departments‘unpww_m:

- dicates one woman at Fuli
- nine men at Full (speckledDglf0ur men:at Associate‘and five men at:

Aruitoxt provided by Eic:

lThlb 1s also true for Soclology at the Ass1stant Professor level.and"
Polltlcal Science at the-Academlc Staff level ' ‘

For example, the p1ctor1m1utepresentat10n of the Botany Department in- .
iwhite) and ‘one woman at. Associate professor

Assistant professor. <Bellew ‘the, llne are flve .men. on the academlc staff

3.
\ummllx/ud in JpandltLS dite and lS

.
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“which-have beevn willing 'to hire women. In ladder ranks (inclhding

Acting Assistant Professor), only Botany, Philosophy, Agricultural

Economics and Food fcience have achieved a female hiring percentage

which exceeds the netional percentage of wOmen!doctorateS‘forathe field.

Applied Behavioral Science, for wiich no national figures: are available,

has .also achicved a seemingly adequate female hiring percentage. In

the non-ladder ranks (Academic Staff); six departments have exceeded the
national percentage of women doctorates: Agricultural Lconomics,
Bicchemistry-liiophysics, Chemistry, English, Foreign Languages and

Political Science. The Schvols of Medicine and Law have hired a greater

percentage of women in non-ladder positions than the national produc-

~ tion percentage would suggest, based on the first professional degree

instead of the PhD.

One~third of the academic units studied in depth had no womah in
‘the ladder ranks: ‘Chemistry, Mathematics, Physics, Economi¢s, History,

Animal Science, Law and Engineering. Ten units hired no women in non-

lédder‘teéchigg poéjgionsﬁ Botany Zodlogy, Physicé, SoCidlogy, Economics,

HistoryaﬂPhildéophy5 Food Science, Animal Science, Engineering. More

- K .

than one-fifth the units did not hire any woman in.either category,

:Academié‘éenate'dr AcédeﬁicStéaching S;aff,'during thefeight+year'period.
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{ Summary of Fihdings

1. In general,_thé hiring and retention policies at Davis have not
equalled the available pool of Vomen faculty members nor do they
reflect the patterns of female representafion in graduate and
undergraduate enrollments.

2. The rarity of women in some departments and schools forwards
patterns already set. Academic units have not recognized the im-
portance of women faculty as models to encourage female aspirations

in fields that are predominately male.

Conclusions
-In conclusion, the present mechanisms are not sufficiently effective

to insure equitable hiring and promotion of female faculty members.

e,

Existing affirmative action procedures,‘to insure the hiring of -women
need to be strengthened. Furthermore the administratiqn needs to es-
tablish a special review group including administrative officers with
authority to review all records in cases in which promotion or reten-
‘tion is denied to a woman or complaints of discrimination reach the

group. If it is determined that diécrimination has occurred, the in-

- dividual should be reinstated to the appropriate level.

CERIC
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Introduction

The status of women faculty at Davis was examined by two distinct
and separate approaches. Chronologically, the first study done by the
Task Force was the one described here, in Seotion II1B of the report.
The College of Letters and Science was selected as a typical academic
unit; information concerning all,faculty who were employed by the

College at the time of the study (spring 1971) was obtained from a study

of the academic personnel files, which were kindly made available to us

by Vice Chancellor Dukes.

A second, more comprehensive study (described in Section IIIA)

~was undertaken during the spring quarter, 1972. Included in Section

ITIIA is a complete analysis‘by sex of the faculty and academic staff at
Davis, a 1l0-year study of faculty Iromooional patterns for thé entire
campus, and an in~depth examination‘of 24 departments from the various
colleges and schools. Data was obtained from Academic Senate member-
ship lists, University Bulletins, a computef printout, and various

other sources.

- Because these two studies were done at different points in time,

by different authors, and with Qifferent oata bases, no attempt has

been made to'oynthesize the two.. On some points, the reports may appear
to be\repifioious; In faof, it is pérticularly‘interésting to note

that the conclusions drawn with regard to hiring and promotional pat-

‘terns at Davis :are essentially identical, even though the routes taken to

reach those conclusions are very different.
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1. Results

Are there significant differences in the hiring and promotional
patterns for men and women faculty at UC Davis? In order to answer
this question, a study was made of the promotional histories of all
academic personnel employed in the College of Letters and Science in
the spring of 1971. |

The study includes those faculty with the rank of Assistant Pro-
fessor I or higher (i.e., ladder positions) plus Lecturers and Instruc-
tors having both Ph.D.'s and greater than half-time appointments. The

Departments of Education and Physical Education were excluded because

i

- of their use of spécial title series, making across the board comparisons
difficult. The 23 remaining L and S departments were grouped accord-

ing t0 field (Table 1). Altogether, 357 men and 21 women are repre-

P

sented (Table 2).

Table 1
L & S Departments Grouped According to Field

Biological SciencesjHumanities & Fine Arts|Physical Sciences|Social Sciences

- Bacteriology Art Chemistry _ Anthropology

" Botany Dramatic Arts Geology Economics

Zoology - English | Mathematics Geography

' | French & Italian " Physics | Political

German and Russian ' Soienco”
" History S Psychology
Music | 1 Sociology
ol ' PhilosoPhy '
‘ : Rhetoric

i

Spanish & Classics | S ' f
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) , Table 2
378 Faculty Included in the I % § Study

——— T T B P e—

Ladder o fig_" g Yorulty with

Field Facmlty % frregular Titles®
!

fo | 20 he #e | #9y %0
Biological Sciences | 35 374G 2 0] 0.0
Humanities and Fine Arts 117 121 6.3 ’ 20 2 9.1
Physical Sciences 88 0jor.01. 5 1 16.7
|Social Sciences | 80 2| 24 10 1] 9.1

Total 320 17 | 5.0 ] 37 4“1 9.8 |

For each of the 378 individuals, the following information was
tabulated: name, address, date of first appointment in an academic
title, department, school, harital status, sex, degree(s), date of
degree(s), degree-granting institution(s) and complete promotional
histories, including position, rank, step, salary, title code, per-
cent time, and number of years at each step. Care has been taken to
mask individual identities in compiling the data, aithough complete
snonymity may be impossibie whers women are. concerned simply Becéuse
there are so few of theﬁ.

The College Of‘L & S is assuméd to be represéntative of the vari-
ous schqols on‘the‘Davis campus.‘kL & S wss selected for the purposes
of this study in preference to.the’prqfeSSional schools because of the
broader interest tase represented and in prefersncs to the Coliege”ofsi
Agricﬁlture because of'difficulties encpuntered in the shanging usage

of job titles in the latter.

{ : * Irregular titles include Acting, Visiting, Emerltus, Adjunct, etc.
Plus. Lecturers and Instructors who have both Ph.D.'s and more . than
half time: appolntments
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2. Results

Miale and female faculty at Davis are approximately equally well-
qualified, as deétermined by the status of ﬁhe institutions frow which
they received their degrees (Table 3). Degrees were divided into two
catego:ies, Prestigious and Non—-Prestigious, according ro the ratings
of the effectiveness of doctoral programs listed by diéciplihe and

_published by the American Cogncil on Education in 1971. Ipétitutions
which scored 1.5 or better in a giveﬁ discipline were cbngidered
Prestigious for that diicipline, while' those with ratings belepw 1.5
were considered Non-Prestigious. UC degrees are indicated senmaratnly
15 UC 3erkeley (where degrees are Prestigious in most disciplines) or
UC~except~Berkeley (where:most departments are Non-Prestigious).

For 20 of the male faculty, no degrae-awarding institution was ident;—
fied. O0f the remainder, 65% of the men and 622 of the women hold
Prestigious degrees or degrees from UC Berkeley, while 29% of both
sexes hold Non-Prestigious degrees or degrees from UC (e¥cept Berkeley).

Table 3

tInstitutions from which L & S Faculty Obtained their Degrees

Total  Total ’
ey o Ao 22 0 fe %
Prestigious 44.7 151 38.0 8
UC Berkeley 20.2 68 64.9 | 23.8 5 1.8
juc (eXCept”BerkeleY) 7.7 26 ‘.’ l4.3‘ 3
| Foreign . \ 7.4 25 | 14.3 3
Other : ‘13.7 46 .28.8 | 0.0 0 28.6
None | 6.2 21 6.2 9.5 2 9.5
Total | 100.0 337 © 99.9'{ 100.0 21 .93.9




Female faculty have been employed longer than male facuity on the

average (Figure 1). Years of employment were divided into three-year
blocks (i.é., 0-2, 3-5, 6-8, etc.). The numbers of single and married
males and females in each category were determined, and an average time
of employment was calculated for each grous, arbitrarily using the
middle number in each time category (e.g., faculty employed 6-8

years were assumed, for the purposes of the calculations, to be em-
ployed for 7 years). Married women, on the average, have been em-

ployed mcre than twice as long as married men, with 17.3 years for the

women compared to 7.7 years for the men. Single women, on the average,

have been employed three years longer than single men (9.3 compared to

6.3 years).

Women’faculty aré, on the average, older than men faculty
(fFigure 2). Married and single male and female faculty were cate-
gorized according to age in five-year brackets (i.e., 25-29, 30-34,
etc.). An avérage age was calqulated for each group, arbi;rarily using
the lower age in each.Bracket (e.g;, 25 years for the 25-29 bracket).

On the average, married women faculty are ten years older than married

men faculty (45.6 compared to 35.4 years old),‘and single women fac-

ulty are nearly seven years older than single‘men faculty (44.6 compared
to 38 years).
We ‘have now established that male ‘and female‘faculty come from

 approximate1y equally prestigious institutions, and that female faculty

are generally older and have been employed longer than the male faculty. -

. Given jﬁst these facts, we:ﬁight‘expect‘to find many womgn on the

L & S faculty, sin;é the lower tﬁrﬁover rate of females would seem
desirable. ‘We would also. expect to find males and females hirea at
approximately edualile§6153_aﬁd’to find the female‘faCulty curfently in

 the‘higher‘eChelons‘offthegqollege profilé; sipée they_aréholdetjand “

11IB-5
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have been employed ionger. Is this in fact the case? The answer is,
emphatically, NO.

Women are under—represented in every field. Althougn they com-

prise 50% of the pepulation, women occupy only 5% of the ladder . »-
sitions in the College of L & S (iable 2). That is, women are cur-
rently employed in ladder positions at one-tenth the level which would
be expected if males and females were raised from birth without sexual
bias and discrimination. Or, given that the available work force of
female Ph.D.'s is currently 10-13%* of the total Ph.D. labor force
women are employed in ladder positiouns at the 39- 50/ level.

Women are more frequently employed in non-ladder positions. Po-

-sitions with irregular titles usually confer less status, less pay,
and/or less opportunity for .advancement than do comparable positiocius
in the ledder series. Yet women are found in this group twice as
often as in ladder positions. (Women hold 9.87% of the irregular
titles and 5% of the ladder positione.) Looking at it another way,
10.4% of all male faculty (37/357)Jare‘employedbin positions with
irregular tities, wherees‘l9% of all female faculty (4/21) are employed
in such positions. |

Women are undefemployed in nearly all departments (Figure 3).
Women's degrees are primarily in the areas of the Biologieal Sciences,
Social Sciences, Humanities,,Education,_and Journalism, so the avail-
able work force in these areas is more thaﬁ 13% female. Nineteen of
the L & S departments are included in fhese categories; yet only three

of them have more than 13% women. Fewer women earn Ph.D.'s in the. Physical

5c1ences, but there are no’ women. in the four Phys. Sci. depts. (Fig. 3).

* According to the "Report of the Subcommittee on ‘the Status of Academic
Women -on the Berkeley Campus,' 10% of all Ph.D.'s awarded by UC

o o . Berkeley in the last 50 years have bune to women; naLLonally, 13% of. all
‘;IERJ!:’ o non=med Lcal degrees were awarded to women In 1968-69; sce Seclion ILIA

lor additlondl data on Ph D debrees awanded
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Female faculty are hired at lower initial positions than male
faculty. Since there is considerable variation between departments,
comparisons were made within each of the twelve L & S departments
which employs at least one faculty woman. To protect the identity of

the females, the departments are not identified by name. The highest

" initial position given to a male faculty member currently employed in

a department was compared to the highest initial position given to a
female faculty member currently employed in that department (Figure 4).

In every instance, the highest level male appointment was higher than

the highest level female appointment. The differences are particularly

. pronounced in the Social, Physical, and Biological Sciences. ‘In

order to obtain an eétimate of the approximate salary differentials, a
salary was assigned to each position from the regular 1971 9-month

pay scaie. "0ff-scale' positions were arbitrarily assigned the salary
of Professor Step VI, and "Lecturer" positions were assigned the mini-
mum salary in the Leétureg.serieg. Aﬁ average initial salary for
males and females was theﬁ calcuiated (T;ble 4). The average Highest
initial salary given to a male in each department would b;, had he
started in 1971, $18, &25: Similérly, the average highest initial
salafy received by a‘féméie in each department would be $11,488, only

62% of that received by the males.

' .Table 4
Saléry Differentials for Male and Female Faculty

(all salaries calculated, according to 1971 9-month pay scale)

All Male4Depaftments ‘ Inteérated Departments
d L g 2.
Average Highest Initial ‘ ! . \ :
~'Salary per Department | S $17,955 i 518,425 $11,488
Avérage Highest Present | . L ‘ s
Salary-per Department | 22,100‘”«’ ©22,100 ¢ 14,784
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Female faculty curre=tly hold lower positions than do male faculLy-

The hlghest present steps held by male and female faculty per depart—
ment were determined (Flgure 5). In elcven out of twelve departmentc
men currently hold the higheet‘position. In‘the twelfth,‘the highesr
male and higheét'female'are‘in 51milar poéitions{ An estiuate oflthe
ayerage salary differential was obtained as described abave. The

top male in each department is currently earninghan average salary of
$22,100, while the top female is earning only $14,784, or 33% less thau
‘the top male salary. This situation prevails in spite of the fact that
the women are older and have been employed'longer!

The top initial.andbcurrent salaries in the eleven all—male de-
~ partments are comparable‘to the top~salariee reteived by men in the
twelve ﬁixed—sexfdepartments (Figure 6, Table 4).’

~ One mlght argue that it 1r‘mlslcad1ng to look: at'only the top

p051t10ns, and that the p1cture may be dlfferent 1f ‘we examlnt OVLr—

iyall averages Unfortunately, the . p1cture remains unchanged

Slxty~two percent of the women :are h1red below the med1an initial

‘ 'step for all L & S‘faculty (Eigure 7). Only 49% of the ‘men fall below

the median.

' cSimilarly, 57%'of\all women currently,hold’positions belou the

Presentwmedian”for"all"Ls&yS‘faculty;:in spite of the fact that. they
1h'are‘older and ‘have been employed 1ongé;,(Figgfé*8),, Only 51% of the

'7; menxfall‘below the mediany‘

Female facultyrare pronoted more‘slohly than male faculty.v.lhe
~prothotional hletory of’ each 1nd1v1dual hhodhas becn 1n rhe faculty
;ranks‘for‘4 years or more wae compared to a standard promotlon rate
l‘k‘(Table 5) The promotlonalyhlsSorles uere cla551£1ed as’ adyanced,f

normal e ‘slow. " Slow promotlonal;hlstorles are'those in' which a

I111B-12 -,
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‘person spent more than the standard number of years in any position or
at any‘step, or‘where the progression was not‘eontinuOUSly upward:
‘Adyanced histories'are thoselin whichha»person spent less than the
standard .number of years‘in‘any poeition or at‘any step, or where the
oerson skipped steps. Acting,and vieiting titlee‘were counted as
equivalent to non-prefixed titles. There were many erratic promo-
tional histories which were "slow" at one point and "advanced" at
another. A determination of the overall progress was made in these
cases, and the history was considered "normal" if the slow and ad-
vanced periods balanced one another., Those which match the stanoard
are; of course, also claSsified as ”normal.”

Table 5

-Standard Promotion Rate

{ Assistant Erofessor‘I 2 years
| | 11 ‘ Z‘yeare . Usual total time in title:,
III 4]2 years - 6-8 yeare; w1thout sklpplng
L v 2 yeare: ‘ ”steps
Associate Profeesor I 2 years | R
LY ‘ 11 ‘ Z‘years ‘Ueual‘total time in title;
! ' ' CIIT 2 years - f6 years‘ |
Professor 1 3 years'
| 1I 3 yearS‘
‘III“‘_h3'years“.

o 0 y 20/ of the women are;promoted fester than the standard norm.

‘,whlle 414 of the men are promoted fasteL (Table 6) Slmllarly, 47

the women are promoted slower than the norm, whlle only 27/ of the menv\f*"

e have slowerfgromotional‘histories;ﬂ

e

A e povidoa vy e I




¥
3

Table 6

......

; | Promotional Histories of Male and Female Faculty .

- | Total -| Advarced . Normal - Slow
College - | ‘
; g 9 d ? o 9 T @
Social - | 65 1| 24 1] 200 - 2 -
Biological | 31 3| 11 1 | 9 1.0 1 1
Physical | 67 0 27 N Y ‘
Arts and | | | ‘
Humanities | 92°11 | 42 1) 29 4121 6 |
Totals | 255 i5 | 104. 3 81 5 70 7
Percents | 1007 | 41% 201 | 327 33% 2% 47%

Males with administrative duties\are promdtedkfaster than the over-

all male population while women. Wlth administrative duties are pro—

‘ moted‘slower than the overall emale population (Table 7). While AlA

of all male'faculty have advanced~promotional rates, 617 of thése
w1th administrative responsibiiities are in the advanced group -Itf,
appears that administrative respons1bilities are’ generally assets

toward a successful university career for men. Not S0 for women

Significant (3) 67A (2) have slower promotional rates and 33/ (1)

have/has the normal rate,'

Table 7 |
Promotional Histories of Wale and- Female Faculty

Having Administrative ResponSibilities o

iy .

~|Total 'Adv,ajr;‘ced Normal | Slow
CiMale | 56| 34 (61%) 12‘(21%5 10 (187)
[Fenate | 5| - |1em| 2em |

IIIB-18




(' ‘ Women ‘are given Acting titles‘more‘freqﬁently tﬁan men, Fifteen
percent (54/357)3of the male faculty have held Acting titles; none of
them had Ph.D.'s. TWenty—fqurvpercent (5/21) of the female‘faculty

have held Acting ﬁitles; nearly half of_them (2/5) had their’Ph.D.'s{

- - ’;<
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PART 1V
e R - THE ACADEMIC WOMAN: .
‘A SURVEY OF FACULTY ATTITUDES AT UC DAVIS

f

Ruth B. Dixon
Judith V. May
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INTRODUCTION

The status of women in a university community raises‘the issue of
how ‘an elitist institution dedicated to‘excellence simultaneously serves
the democratic values:of egalitarianism. zMore and more reports are
revealing that women are‘underrepresented in most graduate departments

and on university faculties, and are proposing that universities make

"institutional reforms to correct this underrepresentation. Do faculty

members ‘at Davis-Seel that academic women experience discrimination?

Are they prejudiced against women as colleagues? Do they‘Support the
institutional changes that are being proposed to increase theﬂrepresé
entation of;women?

.To%find‘dut, we conducted‘a survey of‘faculty‘attitudes-toward
women and toward a series of pollc1eS that affect women 's p051t10n in

*
the university. In th1s report . ‘on the f1nd1ngs, we Shall show .that

most faculty members do acknowledge that, in genera13 women are dis-

criminated against‘in the job market, but‘fewercperceive that qualifiedj
women in their;own field mightfhave'difficulty'getting‘ahead.' Most
faculty members are- not preJudlced agalnst the1r women colleagues,‘for

they overwhelmlngly reJect the notlon that women are not ‘as’ competent

“as men of vr1t1cal th1nk1ng, research graduate teachlng, or adm1n1s—

i

trat1ve work Many male ‘and female faculty members belleve that women

‘,1n the academ1c world " are less profe331onally or1ented than men, how—

ever, and some . male respondents especially fear Lhat chlldren and mar—

g‘rlages suffer when women work And Davis professors are. d1v1ded 1n

the1r oplnlons about the klnds of 1nst1tutlonal reforms that would make

it pOSSlble for more women to teach ln the un1vers1ty and to enhance,‘v

htheir productivity.””Some faculty”members:adamantly»oppose‘such reforms.{“
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Faculty members do hold some prejudices against women, as our data

L

will show, but in this report we have chosen to emphasize the sources of
support or lack of support for the kinds of changes that many feélféfé"”"”ww“"”

.essential if women are to,becomevequal participants in the academic

*’v: e

world. We shill te argulng that pollc1es and practices which on their
face apply to everyqne in fact affect women with much greater severity.
For example, all faculty members with children are affected when a
university does not provide child-care cervices for its employees, but
women —-- who have traditienally been assigned‘responsibrlity for child-
reariné -— bear the consequences most heavily, frequently;to the det;
riment of their’professional careers and ambitlons.

In this report we have made every effort to report the data objec;
tively, but ue have not'refrainedufrom‘using this opportunity to educate
ourfreaders as to‘how some pelicies have unequal impact on men and women.
Just as racial mineritles haue:had te‘sensitize‘their fellow citizens -
;tp'the praetiees‘nf institutienalfraclsm;’sp‘women”hayewdn traee'put the
conseQuences of‘institutional sexism. |

It is. 1mportant to remember that this report’desvrlbes and analyzes
the respdnses te‘an attitude survey There 1s no possible way of dis-
_eoyering from:theseuresponses“whether‘sufficient support eXists%in‘the
uniuerslty‘to enaet all,ef thexrefornskwethaue‘preposed; er ndne. For

onehthing,jsocial seientists’are well awarethat attitudeskdo not alone

determine behavior.  For another, policy decisions in a university
afe‘not'made by‘majdrity,rule,jandfthuSQmajority and minority oﬁinidns ,

.are.not readllv translated 1nto pOlle A F1nally, much of the 1mpetus

hfor reform in un1vers1ty pollc1es and practlces 1s comlng from out51de

( V:ak'ﬂ S the un1vers1ty under the ausplces of the c1vil rlghts and contract

: Q@ . & vk,‘compliance clauses of federal leg1slat10n,'and thus, att1tudes w1th1n

Aruitoxt provided by Eic:
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the university are by no means determining. Nevertheless, even with all

' of these‘provisos; we feel that the Davis community will find much in

‘Vplete, leaving‘a‘total sample‘of 605, Considering the lengthVOf the

‘ ‘the Spr1ng Quarter, we found the magorlty response very encouraglng

“make;up 70%‘of;the sample;'vThus,;facultyumembers in the professional

‘w1th1n the questlonnalre were usually not d1st1ngulshable as ‘a group 1nfvf‘
. the1r overall att1tudes from thOse who d1d answer but whether th1s:;p;}
‘applles as well to those who d1d not ‘return the questlonnalre at all:w“

‘channot of c0urse be determlned

S 1v=d

th1s report that is 1nformat1ve and st1mulat1ng

Tie Sample

In May, 1971, an‘eight—page questionnaire‘was'sent to all faculty

members at UC Davis holding the rank of Lecturer or higher. In all,

1089 questionnaires were distributed. The office of Academic Affairs~°‘“;¢
repdrts that at least 65‘faculty‘members were on“leave and away from
campus’during‘the Spring Quarter. ;Ofithe remaining\lOZQ,‘62l‘returnedy
thelr‘questiohnaires, glvingfa‘response~rate of 61%, about‘normal for

a mailed survey. Sixteen‘of‘thedreturned questionnairesdwere:receiyed g

either too-'late to be included in the analysis or were largely incom-
questlonnalre and the extreme t1me pressures on faculty members late in i

Faculty members 1n the College of Letters“and Scl\ace and” 1n

Agrlculture,.constituting(approximately‘67/ of the total Dav1s faculty,.

schools of Law, Med1c1ne Veterlnary Medlcine and Englneerlng ate i
sllghtly underrepresented Full professors, approx1mately 47A of all
faculty members (includlng lecturers) are. 46/ of the sample.‘ Qtatlstl— ey

cal tests showed Lhar those who refused to answer part1cular questlons‘-""T

=

M»/.,a .....
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Outline of the Report

In Part I of this analysis of the fesponses to the questionnaire,
we eompare the attributes of a "typical female faculty member" with
those of an "ideal faculty member of e1ther -sex" and show tnat'uomen
‘fall short of the 1deal on all but one characterlstlc but wonen think’

of themselves as coming closer to the ideal than men do. In Part II

_we compare the responses of male and female faculty members to 45

questions on attitudes and policy, and point out how a general approval

of women as colleagues is not tramslated into support for policy changes

that would bring more women into the academic profession, In Part III

we relate pro- and anti—feminist‘attitudes‘to such variables as the
frespondent s sex marltal and family status, school or college, academlc
rank, and polltlcal 1dent1ty, ‘and demonstrate that attituies about women

‘are more closely tied to a polltlcal "world view" and to current. famlly

~ and un1ver51ty status than they are to factors more. dlstant in time such
as parents ‘education orfemployment.w Finally; invPart IV we‘discuss :
the evetall meaniné ef“thesenfindings uith special reference‘to recon~
’ciling egalitatian ideals‘with current univerSity utaetice in niting,t

‘promotion, and‘wofking conditions of female faculty members.
- ‘ - o ‘
! }
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I. THE "TYPICAL FEMALE FACULTY MEMBER"

Do people have a mental image of what a "typical" female faculty
member is like, and if so, what are her characteristics and how does she
differ from their image of what an "ideal" faculty member (of either

sex) should be like? Respondents were asked to indicate their impres-

~ion of a typical female faculty member by placing an X along a six-
point‘scale between eleven pairs of attributes such as tense-calm,
passive-aggressive, and dependent-independent. Then, on' turning the

page, they were asked to make the same evaluation of what they considered

to be an ideal faculty‘member of either sex. The following charts' show

the d1str1butlon of responses along ‘the s1x—p01nt scale for each pair

of attr1butes, and the extent.and d1rect10n in whlch the typlcal female

faculty member deviates from the ideal.

Many'people disliked‘the formulation of the question about the
typ1(al female faculty membe ! feellng that it enforced stereotyped

thlnknng where none ex1sted or that they knew too few female faculty to.

form a Judgment. Nevertheless, about four-flfths of the males and three-

‘quarters of the females 1n the sample responded ® The‘concept of an

ldeal faculty member of e1ther sex" was apparently much easier to‘
handle, for n1ne—tentns of Loth sexes replled to these 1tems.

In the follOW1ng charts, the typ1cal female faculty member closely

'resembles the 1deal on fwo dlmen51ons.“ she strlkes a perfectsbalance

gou e KU DR e e e Wt

ok 'Those who d1d not glve any 1mpre551on of ‘a typlcal female faculty mem—‘

‘ber were" as ‘a group ‘neither more nor less favorable to women 5 r1ghts
in their responses elsewhere An the questlonnalre than wer those wh
fdld glve such an lmpresslon., B R

: .r‘»
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between being demanding‘and accepting and between being passive and
aggressive. Beyond this, she is slightly less ambitious, independent
or cooperative than the ideal facuity member would be, and very much
less Opeﬁ, calm, logicel, rational, or productive., Where male and fe-
male respondents differed in their conception of a "typical female
faCulty member," the female respendents reported an image that comes
closer te the ideal than that of their male colleagues. .

The chdrts are ordered so that the modal "ideal" catﬁgofy moves
from the left-hand extreme to the right,“A close correspondehce ef
"ideal" and "typical profilesyrepresenting the percentages of respond-
ents Checking each space on the‘scale‘does not of cburse mean ehat

individuals necessarily rate the two close together.

KEY
! s Ideal faculty member: ‘male respondents N = approx. 475%
——— Ideal faculty member: female respondents N = approx. 40%
?"""" "lfypical,fel‘r;ale faculty: male reépondents "~ N = approx. 430%
(seteees. Typical female faculty: female respondents N = approx. 35*J

A, THE IDEAL FACULTY MEMBER 1S "OPEN"BUT THE TYPICAL FiMaL: IS NOT

40 40 . >
‘ : o N?é
30 10 ‘
;:g '
§f20 20
0| 00 10
ol

R

e CLOSED

'fff*v NumbPlb of reSpondents varywslighrly On‘each dlmen51onikdropp1ng “
S0 siderably on th "dlmen51on of : feminlne—mascullne
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Over 40% of the male and female respondents insist that the ineal
faculty member is extremely open, but the typical female faculty member
falls far short of this ideal in being too closed in both women's and
men's eyes. Women see one another as being more open than men do,  how-

ever, and thus as comlng closer to the ideal.

B.  THE TYPICAL FEMALE IS SLIGHTLY LESS AMBITIOUS THAN THE IDEAL

60 60
50 50
40" 140

+ -

£30 |30

U .

N

[

k |
20 20
10 J10

) S EEREEUS TR T oY O 1

| AMBITIOUS ...;;..,.L.........r..;;.;;.;..;;.; UNAMBITIOUS

Both men and women see the ideal faculty member - as hlghly ambltlous,
but preferably not evrremely so. Women are somewhat more ready to’ f1nd

arultlon in one another and thus to rate the typlcal female faculny

member as approx1mat1ng the ldeal than are men .

IV-8
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C. THE TYP CAL FEMALE IS SLIGHTLY LESS COOPERATIVE THAN THE IDEAL

40 | . 40

30 TN ""'m, , ‘ | 30
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e
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' 4 : . .'-.' L
-4 - o
0 1 I [ ] 0
COOFERATIVE . ovvvoesiennnl, e COMPET ITIVE

There is a greater difference of opinioh‘across‘the faculty on the
ideal balance between tooperativeness and competitiveness than there is
on .other diﬁenéions,‘preeumabiy{becausé botﬁ éttributes zre valued under
differing conditions. On the whole, the male'faculty butsAmore emphasis
on c00pe£ation thaﬁ dces‘the female faculty in its image of an ideal
professor' women tend to look more for a balance between the two.  The
ftjplcal female faculty member, in’ both men s and women's eyec ‘does ‘ ‘ ’-'w,

attain such a balance but it is welghted s11ghtly too far toward the

eompetiLiVe end of the scale to be 1deal

D. ' THE TYPICAL FEMALE 1S IDEAL ON THE DEMAND ING~ACCEPTING SCALE

w
(]

Percent
SRS
)

=
o)

DEMANDIVG‘.......}};;,;,,,..,,..;.J),...;.;fACCEﬁriﬁGgﬁ ‘f
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Once agaia, a balance between the two extremes is considered most
desirabla, although “here is considerabla‘spread. \1eare5pondents see
~ the ideal fachlty member as being slightly more accepting than demand-
ing waereas females tend‘to emphasize the demanding side, It is inter-
estingﬁto note on this dimension that the male concept of the typical
female comes closer to the women's ideal, and thé‘female notion of a
typical female comes clqser‘to the men's ideal. In their image of a
typical female faéultﬁ‘mamber, each pleases the othér's ideals more

thau their own!

E. ~ THE TYPICAL FEMALE FACULTY MEMBER IS FAIRLY FEMININE, BUT THE
'IDEAL TENDS TOWARD THE MASCULINE
60

50

.
B~
o

(%)
o

Percent

N
o

10

FEMININE ...\.0'eussss. ... e e reeneian MASCULINE

s,

Respondentsrh‘ﬂt?

Touble ratlng the typlcal female faculty member
 1 S Aﬁn.a scale of femlnlne—mascullne “but the notlon of an 1deal faculty
member of e1the1 sex be1ng rated on thlS scale proved to be far more'

rﬁ‘x‘{ﬂ ”C“ L dlfficult * Many respondents 1181Sted that the ideal bhould be elther




totally feminine if a woman, or totally masculine if a man;tthey‘were

not willing to consider the traits of "masculinity" and””femlninltv
apart from gender, Ambiguous or multiple responses are not included in

this chart,

z,:‘j

The typlca1 female faculty member tends to be somewhat femlnlne,
but approx1mate1y one—thlrd of the respondents marked her on the mascu-
-line side. An additional analysis shomed‘that those‘wbo found the
typical female to be the most feminine were, elsewhere in the question-
naire, most supportive of imprcvements in the status of momen,‘and those

who found her most masculine were least supportive. Women valued mascu-

lipity in the ideal somewhat less than men, and femiu.nity s.uewhat more,

F; THE TYPICAL FEMALE FACULTY MEMBER IS NEARLY IDEAL ON THE PASSIVE—

AGGRESSIVE ‘SCALE

50

40

Percent
L
)

20

10

...j,;;..,;.;............;....;...... AGGRESSIVF

PASSIVh

Mbn and women see the 1deal faculty member as being more aggre551ve3

chan pa551ve but extreme aggressiveness 1s almost as undes*

‘ extreme passlvenes The typlcal female faculty me mber comes fa1r1y Iy

‘ ‘close to the ide

al 4n both men s and WOmen s op1n10n but both groups

rable as D
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see her as slight'ly more passive than the ideal.

G. THE IDEAL FACULTY MEMBER IS4CALM; THE TYPICAL FEMALE TENSE
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The idea! faculty member is calm, but not extremely so, with males
valuing calmness more highly than females. The typical female, on the
other hand, is seen as somewhat tense, although females see one #nother

s » as coming somewhat closer to the ideal ¢! calmpess than males do.

H.  THE IDEAL FACULTY MEMBER IS LOGICAL; THE TYPICAL FEMALE MORE

EMOTIONAL
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Zmetion and‘logic are presumably both valued attributes, but when
it comes to describiﬁg what an ideal faculty member would be like, logic
clearly wins. The typical female faculty member as seen by men strikes
a balance between the two ettributes,-with about as many putting her on
the emotional side as on the logical side. HWomen are sharply divided,
with half seeing the typical female academic as highly logical, another

30% seeing her as somewhat emotional, and only 10% putting her between

the two caiegories! At the same time, women do not value extreme logic

aleng with a total absence of emotion in their ideal faculty member

quite as much as men do.

I. THE IDEAL FACULTY MEMBER IS TNDEPENDENT; THE TYPICAL FEMALE MORE

DEPENDENT
60 - 60
s0 | 50
-
401 L0
b -
£ 30 | 30
T Q
3] L
y
B0 | 20
10 | 10
o g | G 2
DEPENDEN?foc?F¥-?:?f--4-:f?zf;gu¢;ee,,e*».,; INDEPENDENT - ..

Bath men and women llke an. 1deal Laculty member to be 1ndependent

although not necessarlly extremely s0. “The typlcal female, according to

‘women, foJlows thls 1deal falrly closely, but the typlcal female accord—

o elng to men 1s too dependent for their llklng.;




J.  THE IDEAL FACULTY MEMBER IS EXTREMELY RATIONAL; NOT SO THE
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irrationality! Women value extreme rationality slightly less than men,

TYPICAL FEMALE

—

RATIONAL

Extreme rationality is highly valued, especially when gontrasted withi

but women clearly see themselves as coming closer to the ideal than

men do.

‘K. THE TDEAL FACULTY MEMBER IS EXTREMELY PRODUCTIVE; NOT SO THE
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The more productive the faculty member, the better, according to
both men and women. Yet it ig vbvious from the graph that men see the
typical female faculty member as being less productive than they would

like, although once again women see themselves more favorably. ™ -

In sum, male and female respondente generally agree on most
qualities of an ideal faculty member. Such a person should be extremely
open, productive and rational; highly ambitious, logical, independent,
calm and cooperative; and somewhat aggressive and accepting. ‘Female
respondents value cooperatlveness, calmess, and belng accepting some-
what 'less than men do.p

Men view the typical female faculty member as appropriately aggres:
sive and accepting, and HEery 1ndependent enough but 1nsuff1c1ently

rational, ambitious, logical cooperative and feminine, and ‘much too

‘tensc and closed.

In comparlson, wonlen see the typlcal female faculty member as com- B
ing closer to the 1deal (of course, these summary profiles’cOnceal
the wide range of oplnlon shown in the charts. )

What role do, such stereotypes play 1n the admission of graduate»

women and the: hirlng and advancement of faculty women - in the university?

"Because faculty women are currently a small- m1nority W1th1n the univers-

“1ty and consequently, have little 1nfluence over most graduate adml*

.

sions and faculty h1r1ng aud promotlon declsions their more favorable
attitudes cannot befeXpected to prevail CIf, as. in our sample many

faculty men, view the typical female faculty member as less logical,

‘sraLional, or productive -~ three characteristics of great 1mportance in

the Judgment of academlc qualiflcatlonsf—m women 1n the un1Versity may
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e | be severely disadvantaged. However, if most faculty men belie&e that

| the "typical Eﬂiﬁ faculty member" similarly falls short of the ideai
(a consideration that could not be pursued in this questionnaire ge—
cause of limitations of time and space), then women may not be as dis-

advantaged as it appears £rut these findings,

Full Tt Provided by ERIC.




II. FACULTY ATTITUDES TOWARD ACADEMIC WOMEN AND .INSTITUTIONAL REFORM

We turp 4ow to a discussion of the distribution of responses of

male and femaie faculty members at Davis to 41 statements conce’aing
i %

women's role in the academic world. Faculty members were asked to

strongly agree, agree, disagree, or strongly disagree with each state-

ment. ~Although no neutral or "no opinron" category‘nas included, res-

. pondents could refuse to reply to any particular statement and in general
about 5 to 10 percent‘did so,+ The statements are grouped in the‘disemj
eussion that follows into eleven clusters containing intercorrelated
items as they appeared in a‘ractor analysis of the responses to all 41
items. The statistically defined clusters or factors are,eurprisingly
cIear and follow closely a ”eommdn—sense” sorting of’items that was

~ undertaken prior to the analysis of the results. The‘accahnt hegins
with the area for which there is most consensus: that discrimination
exists against women in general and that women do tend to make competent‘
academic colleagues. There'ia less support fqr the notion that women

are as. career-minded as men in the university, however, and considerable

fear is expressed that marriages, husbands and children inevitably suffer

when women work. -In the last section we review some proposed changes 'in

personuel policy that would'integrate women more”closely into the‘acad—

emic communlty by reduc1ng 1nst1tut10nal constralnts agarnst thelr full

part1c1patlon, only to find that there is much confllct over the 1dea of

quch reformb and much resistance to them.

* Four ambiguous statements were e11m1nated from the auaLJ‘lS‘CF the 45
1tems 1ncluded 1n the or1g1nal questlonnalre. :

S Non-respon,e ranged from a low of 1.2% to the: statement "1? seem to-
me that women :are just.as capable of doing, competent reser ch as are
. men" toa hlgh of 24.2% to the statement‘"Female facu]tv LD not pub— :
llSh o much as males in the1r f1eld e : : : e

Iv-
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A, Existence of Discrimination

MOST FACULTY MEMBERS ACKNOWLEDGE THAT WOMEN ARE DISCRIMINATED
AGAINST IN OBTAINING JOBS AND RESEARCH GRANTS

%]'
- Strongly , Strongly .
Agree Agree | Disagree Disagree N
Many qualified women can't : , .
get good jobs, although | M 20.5% | 61.8% 14.4% 3.3% 1(482)
men with the same skiils | F 40,9 . 50.0 4.5 4.5 (44)
-have less trouble : “
Men generally have an ‘ :
easier time getting M 4.3 49.9 42.5 3.3 {(391)
research grants than F 19.4 52.7 | 25.0 2.8 (26)
‘their female colleagues ‘
People tend to find
 highly successful M 2.9 34.3 54.4 8.4  |(452)
women particularly F 7.3 46.4 36.6 9.8 (41)
threatening ‘ ‘
The truly qualified
N ay leld have hy| 15 482 | 30.9 5.7 |(475)
soub e gchleving F| 14.3 [30.9 | .40.4 | 14.3 | (43)
re~ognition ‘and ‘ : ‘ ‘
getting ahead

Faculty members overwhelmlngly agree that women experlence JOb
d1$cr1m1nat10n° yet remarkably fewer belleVe that "truly qualified'
women in their own field have difficulty achieving recognition; ‘Women
aretmuch more‘likely‘than men  to petceive disctiminatibn‘ﬁithin the
acadeﬁic‘hotid;:fOr bnly a“littie,over haif‘ofathe men compared to
almést three;quattefs bf‘the women feel'that‘men generally\haﬁeian“
‘easiet time getting teeeareh‘grants‘thaﬁ‘theirﬁfemale‘eolleagues.
interestihély;‘female'reébbﬁdentet;— all”pfeSumahly "tfuly qﬁaiifiea"l
,academlc women ~~ mere readlly aglee that people tend to f1nd hlghly
successfuiﬁwoheh particularly threatenlng, reveallng much about the

iejambiguities of their position under existing condltlons

“r}‘
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- ‘ B. Attitudes Toward Women as Colleagues

1. MOST FACULTY MEMBERS BELIEVE THAT WOMEN ARE AS CAPABLE AS MEN-

OF INTELLECTUAL ACHIEVEMENT i 4
Stzongly AgreeE Disagree S?rongly N
gree i Disagree

It seems ‘. me that women .
are just as capable of M 42.0% .. 52.4% 5.2% 0.47% 1(498)
deing competent re- F 1. 70.5 25.0 | 2.3 2.3 (44)
search «as men ‘

Women are probably mot 85 Iw| 1.5 |10.5 | 58.1 29.9  |(485)
g ¢ at thi F 0.0 2.4 32.5 65.1 (43)
ing as men i |

.Apparently, if women suffer discrimination it is not Because they
are perceived as intellectually inferior to men. Male and female res-
pondents overwhelmingly agree that women are just as capable of doing

competent research as are men. (However, many more women agree strongly

{

than men.) Similarly, respondents believe that women are as good at
critical thinkingAas men, but even so, 12% of the male respondents‘feel

that they are not!




2. 'MOST FACULTY MEMBERS SEE WOMEN AS COMPETENT COLLEAGULS

|
| ‘
Strongly " Strongly |
Agree Agree 'Dlsagree 'Dlsagrec N !
Generally gpeaking, women k i
. d - [/ o, ) o,
ont bintue bith meen || 1A% | S.n) 625 30.9% s
sophistication or F 0.0 OrO 34.1 ; 65.9 (44)
 restraint : ‘ : ' ;

Men who regard‘faculty i ’ I a-'i
women favorably usually" ‘ . ‘
change their minds when ;M 1.5 8.0 73.0 17.5 (412)
they have to work F 2.6 0.0 53.8 - 43.6 (39)
‘closely with them on N ‘ P
departmental committees ‘

Se’t“;""i tensions are likely ‘M| 1.8 | 7.4 | 67.6 23,2 |(457)

AuSe pro waen iy 2.3 2.3 47.7 47.7 | (44)

‘'women are on the faculty

Women tend to be better at‘| )
teaching younger under- ‘74 o 1 (430)

M 0.7 9.3 16.
graduate students than _ -
at teaching advanced F Q'O 0.0 64.1 35.9 ) 39)
gradu:ate students
I would be reluctant to
‘hire a woman for a fac- » )
ulty position because she|M 2.3 -14.5 59.7 23.6  |(484)
would probably not stay |F 2.3 2.3 39.5 55.8 (43)

on the job as long as
a man

| Nelther are women dlscrlmlnated agalnst because they are thought
incapable of handllng profess1onal respon51b111ty Most Davis faculty
members vieW‘women‘as‘highly competent colleagues. fOnly small minor-

‘ities‘claim,that women " cannot handle their«profeSSional status with*

dlgnlty and rest S int ,‘that the1r presenCe creates sexual ten51ons among .

vfaculty members, or that they are better su1ted to teachlng undergraduates
_than graduate students.f But 177 of the male reSpondents belleve that a
uwoman will not stay on the JOb as. long as a man, and would be rtluttant

-

to hire women for this reason!

Lv=20
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3.  MANY FACULTY MEMBERS “0 NOT SEE WOMEN AS SERIOUS PROFESblOVALb
AND ADMIT THEY WOULD FAVOR A MALE CANDIDATE

[ l . ' ‘ : i
A SCromgly Agree | Disagree Stronglyj N
| Agree ) \ Disagree !
In my opinion, departmemts v i
with more ‘;Z‘;‘znlzgsthe” M| 2.2% | 15.8%) 70.3% | 11.7% (418)
; : 2. . . . *
i prestige than those - F 2 23.7 ha.7 28.9 : (SBX
{ with fewer
| Fe‘;‘iﬁiiii"iitiuiﬁ not M| 1.3 | 26.4 | 61.5 | 10.8 (379)
S males in their field F 2.7 13.6 48.7 035.1 ; (37)
% All other things being '
equal, if confronted ‘
with o chofce betweer . M| 3.3 | 4.8 | 435 8.4 {(451)
mate or temate CaMUIT dp| 2.4 | 14.2 | 54.8 28.6 | (42)
date for a faculty posi- ‘ ‘
tion 1 would favor the \
male
Men in' the academic'world 1
i are generally more car— M| 7.1 41.9 42,7 8.2 (475)
’ . eer orjented than-their |F 9.1 34.9 31.8 25.0 (44)
female colleagues
However, many faculty members == women as well as men ~-- do not

view women as serious profess1onals Elghteen‘percent of the‘men and
26% of the women'believe‘that departments with more women onztheir~
’ faculties'have less preStige. ;(One does not know whether these res-

ponses reflect pr1vate att1tudes or publlc reality ) Substantlal

m1nor1t1es of both men and. womern belleve that women do not publlsh as
‘hmnch as,their malehcolleagues’eanc almostfhalf‘belleyerthat academlc
men are‘more career'oriented If faCulty‘members berleve‘that the1r
hprestlge 1s enhanced by the product1v1t] of the1r departmental colleagues‘cf
’and that women are less productlve then lrey may be relULtant to h1re
hthem;_ In‘thls context itds notew0rthy that nearly half of the male c
’ faculty members and one—31xth of the women admltted that even‘lf all

: [ERJ!:{ “‘."other thlngs were equal they would choose ‘2 male over a female JOb candldate'*;o
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C. Attitudes Toward Faculty Members as Spouses and Parents

1. FACULTY MEMBERS FEEL THAT MEN ARE MORE CAPABLE OF COMBINING
MARRIAGE AND CAREER THAN ARE WOMEN

Strongly

‘ . . Strongly ,
Agree Agree | Disagree Disagree N
Few women are capable of ,
being good wives, M 11.3% | 40.5% 37.6% 10.6% [(470)
mothers, and profes-—: F{ 6.8 | 1l.4 45.5 36.4 (44)
sionals simultaneously '
Few men are capable of " ,
being good husbands, M| 4.4 28.5 . 47.9 19.2 (480)
fathers and profes- F 4,6 9.3 53.5 32,5 | (43)

sionals. simultaneously

Although they perc:ive women 4s competent colleagues,vfaculty memn-—

bers feel that women are more frequently handicapbéd by conflicts be-

tween family and~careerrresppnsibilities than are men. This perception

may reflect the reality of existing conditions more than a bias against

wives and mothers working, but nevertheless, women were less likely than

men to agree that few women are capéble‘of being good wives, mothers and

! professionals simultaneously. Only one-fifth of the faculty women agreed

compared to half of the men. EWomen‘were also lesé likely to think that

[

- féw'men afeﬁcapéble‘ofkBéing*gdodvhusbands, fathefsiand professionéls‘

'simﬁltanédusiy,félthqughfong—third of ﬁhe ﬁen'thnght,thié was the case.
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2. SOME MEN FEAR NEGATIVE CONSEQUENCES WHEN WIVES WORK

Strongly \ L “‘Strongly!
Agree | Agree Disagree’ Disagree N
| The husband of an academic
woman is often forced to o o] o o
perform domestic duties- g é'gé lg'g° gg 24 22‘2£ (?ii;
that should not be his : ’ ~ o :
respoasibility,
Husbands and wives who ,
both have ‘faculty posi-. | ‘ . I g '
tions always end up com-| M 1.6 15.7 71.9 . 10.8 .. 1(427)
peting with each other, | F 0.0 0.0 52.4 " 37.5 | (40)
. whether they 1ntend Sl ' S
. to or not C
Professionai competitionuk : o o ‘
between a husband:and ‘M 4,0 28.6 59.4 8.0 | (451)
- wife is bound to be F 4.8 14.6 156,10 2404 | (41)
«harmful to a marriage‘ : . : |
In my opinion,,chlldren . )
of working mothers are ‘ ' :
not as wll adiusted M 9.1 34.7 43.8 12.4 | (452)
: as children of non— 'F 2.5 1550 42.5 36.4 (40)
working mothers -
; i ‘

One man in sik‘fears[that huébands‘of‘aCademic'women would be -
’weighed down w1th domestic duties, and that faculty husbands and wives
would 1nevitab1y compete with each other More substantial m1nor1t1es{
‘ believe that profess1onal competitlon between a husband and w1fe 1is f )

v,bound to be harmful to a marriage and that children suffe; when their'
‘ :mothers work The fact that many more men than women have these fears
suggestshthat:some men feel'a‘strpng;stake-in keeping‘their’wives at_‘,f

A

home.

s
R Y
U




3. FACULTY MEMBERS FEEL THAT WOMEN' HAVE A RIGHT TO PURSUE
INCREASED JOB OPPORTUNITIES

Strongly
Disagree

Strongly

Agree - Agree ‘Disagree

Women should hold off mak-
ing demands until more
of the denands of min-

© ority group members
‘are met. - '

N8
B

7% . 61.2%
.9 41.9

o B
ow
W
bt

.5% | (470)
2

[e) W T, |

(43)

In my'bpinion, in . the

tight job' market guch .
as we have now in the
universities, women
really ihave no business
pushing for increased
job opportunities

w o
N co

W~
3V

3%

.

~J

~J

[\

~J

(44)

R
INE N

50.9 - 38.3  |(93)]

ey

. marital status, do have a rlght to press for greater opportunities even' ‘.

Women‘shouldvhevconsidered
for fellowships and other
M 23.8
support without consider- ~
ation of their marital
status

(495)
(43)

o=

x4
S
S
3%
=3
o]
o)

Graduate’ education for
women. is a poor invest-
ment since they often
do not use their
‘training ‘

54,0 16.0 - | (474)

%)
t> o -
>

7
.3 50.0 | 47.7 | (64|

The magorlty of faculty msmbers do not fear negative consequences"

‘to the family, however, and- almost all feel that women, regardless of

in a tight JOb market and in competition with minorlty group members.‘
fIt is remarkable, nevertheless, that 30/ of the male respondents think o
‘that graduate education for women is d poor investment because they

h',often do not. use,their‘trainlng!;
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D. . Attitudes Toward Institutional Reforms to Alleviate Discrimination

Against Women

We have seen that faculty members believe that women are discrim-
inated against and should demand increased opportunitigs, that they are
highly competent colleagues (although mény_perceive them as less produc-

tive than men), and that women are likely to have difficulty combining

the roles of wife, mother and professional under existing conditions.
What, if anything, are faculty members willing to do to change these

existing conditions‘——‘to help women become equal participants in che

* academic world? ' Those who prefer reform‘without conflict will be dis-

mayed by these findings, fdr‘faculty members aré‘sharply divided on .
most feminist proposals for institutional reform, and what is more,

they are more. likely to have a strong opinion.

1v-25
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1. ‘Reforms .that Assjst Faculty Members Who are Spouses and Parents

a. ’BCULTY MEMBERS DIVIDE SHARPLY OVER REFORMS TO ASSIST
FAMILIES

| Strongly
Agree

Strongly

A !
gree  Disagree Disagree

All faculty should be per-
mitted to hold less thaa
full time appointments
without prejudice to
eligibility for promo-
tion, tenure, and sab-
batical: leave

M| 13.9%2 | 40.1% 33.2% 12.87% | (476)
F | 28.6 45.2 26.2 0.0 (42)

e

Faculty members, regardless|
of ‘'sex, should be permit-]
- ted leaves of absence to

© take care of young
r'hi..dren

42,4 .| 32.1 15.0. | (474)
3 33.3 4,7 (42)

. ‘ Husbands‘and}wives should -
_ be able to hold faculty
. positions in the same

B | department so long as
each does not partici-
pate in promotional
decisions regarding

the other

37. 17.6 | (498)
44,2 13.9 | 117 | (43)

10.
30.

H R
SN B
w
(93]
£~
£~

The university should make
childcare facilities
vavallable to: all faculty
- members and | employees .
who desire them

(482)k
’(42)“

15.
28.

R

oo
[\
[
o

S W
U

.

W

N
I
. .
NN

Plov1sion ‘should be made" ) 5.8 J3O é
~for paid maternity leave gz :
for;female faculty

| wse)
(42)|.

o
S

L 0nly half of the male reSpondents compared to three quarters of the
'females belleve that faculty members should be branted part—tlme appointa
jments w1thout penalty or leaves of absence to t.&e care of young child—‘
ren, or that husbands and wives should be ablebto teach in the same
M"hlg S I o department‘r Forty—three oercent of the men‘compared to 67/ of. the “

‘women agree that the unlverS1ty should provide ch1 dcare serv1ces,‘and




!
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37 compared to 50% agree that female faculty members should receive

paid maternity leave. On every reform except the first, more men

expressed strong disagreement than strong agreement. Quite the oppos-
. . N “l};; M .

ite was the case for women, although significant minorities among them

also resisted each of the prop@:alsﬁ

Never Married ‘Formerly

Those who agree Married : Married
Cwith % B % # % #
Part-time . M 26.6 15 54.1 447 76.7 30
appointments ¥ 50.0 12 86.3 22 83.3 12

| Leaves of M 18.8 16 53.5 445 65.5 29
absence F 25.0 12 77.3 22 8l.8 11
' Uni;iizity' M 38.6 16 . 40.9 452 74.2 31
chi.dcare . F 33.3 12 7L.4 21 . 83.4 12

facilities oo o ‘ .

b. SUPPORT FOR FAMILY-RELATED REFORMS VARIES WITH MARITAL STATUS

" As one ﬁould expect, su?pdft for these poliCiés is strongly re-
lafed‘to marital status. ' For both men and womeﬁ,'fprmerly—married res-
fpondéﬁts (wha aréknqw séparated, diyércéd‘dr widowed) are more likely
?0 Sup?or;,refdfﬁsrfaéilitating the combination of éaréers and families
Ethaﬁ are marriedﬂfaculty‘m@ﬁbérs;‘énd the ﬁévef—maptied’suprft,them
ieast;’ Withiu each‘of‘théSé'ﬁafigal‘cétegories; WOmeﬁ érejfaf ﬁoré

likely tq‘févor chahge,than~aréfmen. Divorced men are particﬁlérly

“supportive of reform, however, -to an'éxtent equaljto'mgrried‘WOmen,and

far surpassing never-married women. It appears that mer who, Byivir;he

of their own life experiences assume responsibiiities traditionally

cemioo . __assigned to women,. especially-appreciate the-need-for policies that

‘ permit the 'combination of’profeSéional and familial;respoﬁsibilities;
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<. SUPPORT FOR MODIFYING NEPOTISM REGULATIONS VARIES WITH
MARITAL STATUS

Never . , - Formerly
, Married Married Married
Those who agree ' » .
e % b t o
Modifying ' M 35.3 17 47.5 466 27.8 31
nepotism ¥ 58.3 12 85.7 T21 84,7 13
regulations . ; N

Half of the men compared to three—quarters of the women favor em-
ploying husbands'and'wives in the same department. Although the reS;
trictions on nepotism technlcally affect both men and women, inﬂfact
women generally must make the career sacrifices; Agaln,‘support for‘
this policy-varies‘with‘the'personal‘situation of the respondent. Half
of the married. men, one—third‘of the never—married, and only one~quarter
of the formerly-married men favor modifyingbnepotism regulations, - AmongA‘
women, however, the level of'supnort is much higher, especially among

the marr1ed and formerly-married who would be most directly affected

1

G, SUPPORT FOR- MODIFYING NEPOTISM REGULATIONS INCREASES WITH
SPOUSE'S EDUCATION

e, Emm W e w
‘Those who agree . ‘ : ©8 ‘ S ' B '
with % [ A S S o #
M°22§Zt2§m‘ M 36.9 129  49.4 182 51.7 118 73.2 41
S g % . * 0 7 : ;
regulations L ARERTEEE S 087 7 9330 15

' What about those married men who have so little enthusiasm for'ra—
'laxing nepotism regulation 77 Are they trying to thwart their wives hame
‘bitions? Our data suggest a somewhat more charitable interpretation

- Among' male faCulty members whose W1ves have a PhD nearly three—quartersk
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support‘changing nepotism reguiations. (Fourteen of the fifteen female
respondents whose husbands‘have a PhD favor the change!) Male faculty
\whose wives have an MA degree or less provide little support for the
change, honever, and they constitute nine—tenths‘of the sample of
married males. Again, those who are dirently affected by existing

restrictions are most likely to want to change them(

2. Reforms that Create Eguitable Practices of Recruitment and

Advancement

FACULTY MEMBERS SUPPORT POLICIES CREATING EQUITABLE PRACTICES
OF RECRUITMENT AND ADVANCEMENT

Strongly
Disagree

Strongly

Agree Agree |Disagree

Persons with lectureships
or rasearch appointments

- should be periodicallv
reviewed for auvance-
‘'ment to assistant

E professorships or

‘ higher

e

=

15.5% | 63.7% | 16.02 |  4.8% |(458)
32.5 |55.8 | 9.3 2.4 | (43)

When faculty p031tions be-~
come open, they should
‘always be listed pub-
licly in the official . M 22.6 47.1 2
_organs of professional }F 54,6 38.1

" associations so that all | '
‘interested persons have
~an opportunity to apply

(486)
“(42)

(=)W, }
.
oo O
o &
.
el

Age should‘not'betaicriter— ‘ EE o
‘ion in admirting men or |y | 3, 3 | 37,0 | 40.5
women to graduate school | :

T or considering them for
faculty positions

1 | @on
4,7 (42)

' Because‘SOfnmny faculty‘women have'been‘releéated to;nOn—ladderfposi—
-tions and passed over when regular faculty appomntments are made, it is

important to create Opportunities for movement out of these positions.

* Numbers too:small to show percentages. - S L S IS A
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Large majorities of faculty members believe that persons in nonfladder,‘
p051t10ns should be reV1ewed regularly for pos >ible advancement. Large
maJor1t1es also favor listing all faculty 0pen1ngs publlcly so that all
interested persons have an opportunity to apply. Much less support
exists for admitting older persons to graduate school or.initial faculty
appointments, a.pnlicy that particularly affects those women who have

postponed'their_careers until after their child-rearing years.

3. Reforms that Place Women in Positions of Authority

WOMEN SUPPORT REFORM IN ACADEMIC POLICY-MAKING MORE STRONGLY
THAN MEN

~Strongly
Agree

Strongly

Dis ‘
Agree 1bagree‘ Disagree

A standlng commlttee on the
Status of Women at Davis
should be appointed to
report’ annually on:the = [M 10.17% | 42.8% { 36.5% 1

- progress of the campus | F 27.9 44,2 18.6
in achieving equality I ‘ :
of opportunity for
‘women

N

(474)
(43)

O O
w

Women should be repres-
ented on all Senate.com-
mittees that have major
reSpon51b111t1es for \

; academic pollcy

1 l(s66)
5 (a1)

Women sh0uld be 4ncluded s SR a e
‘on‘every departwantal M 3.3 | 25.6 " 56.6 T 1h.5 | (456) | L
committee of graduate JF| 20,0 |35.0° | 45,0 0.0 |=(40)| ..
adm1551ons S T N ~ Coan ‘ ‘ ek

7A Department of Women s

 Studies should'be M| 3.2 26,3 | 40.7 | 29.9 @i
organized at Davis if = |F.| * 7.17 - |21.4 38.1 3303 | (a2)) o
~there is a demandrfor it o ; ’ ST N Lo

”faculty feel Lhat women should be represented on all maJor Sanate ‘

: ‘pollcy—making committees,k d that a standlng commlttee on the Status of

Three—quarters of the female faculty but only half of the male "
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" Women at Davis should‘be‘appointed‘to oversee‘the achiéuement:of equal-
ity of Opportunity ror women Fifty—five‘percent of the-women conpared
A‘R~g to 307 of the ‘men feel that ‘women should be included on all departmental
. committees of graduate admlsslons (of_course} each department would need
’\femalehfacultv nembers for’thicf., Only‘SOZ‘of\both‘nen and wonen favor
; oréanlzing a’Department of WOmen s Studles at Dav1s similar to those
“organlzed at some other colleges and’unlver51t1es‘ evenhlf rhere 1s‘a
uemand‘for it, and,one—third of the faculty women (slightly more,than

the men) disagree strongly with the idea.

4. Reforms that Overcome Past D1scr1m1natlon Agalnst ‘Women

EXCEPT WHEN THE ISSUE OF MALE OPPOSITION IS RAISED FEW
FACULTY MEMBERS FAVOR SPECIAL RECRUITMENT OF WOMEN

rStronle

Strongly“:”‘ ‘
Disagree

- Agree | h8ree|Disagree

Departments should actively ‘ N ) .
_seek women faculty mem~ : N R ‘ L
bers even when some male - 10,5% | 43.0%|  38.6%"
‘faculty are opposed to ' - 29.3 48.8 22,0
’the 1dea s ‘ n

461y
(41)|

-3
o~ -
OO
- g

It is 1mportant for female
students to- have female -

3 |wen))
faculty to turn to o 3

(43)

T
I~
©
oo
N N
1)
©

Departments with small

.percentages of women

. 'graduate students . should”
actively recruit ‘more.. "

“women C

1(476)
(40)

"ﬁ;Z‘

Female applicants for o )
faculty positions should
. be’sought ‘out and given
_preference: until their
numbers on.the’ faculty
~ approximate. the number
 of women trained in the B IR I : DR ‘ .
"‘field : R 3 ‘ o T

=W

1140 | s53.9 | 28.4 |wse)
‘ 40, S| @2)

U~
Lo
o
O
R
o
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Over half~of the male respondents and over three-quarters of the

“femals ~en ' hat departments-should actively‘seek‘women faculty even .

:aculty'arekoPPOSed‘to the idea, but once the issue of

[

P

‘the wuie..uess of male OppOSltlon 1s ‘removed, support for the actlve re—-
: cruitment of women plummets. Only'ZSA of,thefmen believe that depart—

" ments with small percentages of women graduate students shOuld actively

recruit others, and only l8/ belleve that female appllcants for faculty

positions should be sought out and given preference until their numbers

_on the faculty approximate the number of women trained in the‘field! It

is 1nteresting that sllghtly over half of . the female faculty members

favor preferentlal hi11ng of faculty women but only 37/ of them favor
act1ve recruitment of women‘graduatevstudents. Whereas high pr0portions1
gf men‘strongly‘disagreeiwith;preferential hiring, hlgh pr0portions of
womenistrongly{agree;b | | e | |

‘Preferential recruitment of"graduate and faculty women'to overcome

' past discrimination is ‘the pollcy that receives the least support of all

the p011Cies in the survey; ~Yet, natlonwide, the‘number of ! aff1rmat1ve‘

action""programs;to enc0urage hiring of~racia1‘minorities and women is -

, grOW1ng, and such programs are increaSingly seen as legitimate and

effective means for correcting long histories of direct and indirect

discrimination; As a result of legal actions throughout the United

‘States, affirmative actlon programs are belng developed by a number of

colleges and universities who seek to av01d the penalty of withdrawal

'of federal funds for non—compllance with the 1968 Executive Order 11375

prohlbiting federal contractors from discriminating on the ba51s of sex,
Yet such a program receives the support of only one-fifth of male faculty
members at Davis and one-third of,the female faculty,

| Active’recruitmentfand preferential;hiringrdoes not mean that




L

"quality will be sacrificed” or that "women with fewer qualifications
will be hired over men with more," as so many insist. It does mean'that
where qualifications (always difficult to determine precisely) are
relatiVely equal, preference must be given to female rather than male
candidates until equitable ratios of men:and‘women are achieved,

Active recruitment of female graduate students is also necessary

. to overcome a history of discrimination.‘ Past numbers:of female appli—

.cants for graduate programs may themselves reflect dlscriminatory prac—

tices and. should not be used by departments as an excuse for the under-
representation of women. ~Programs for bringlng'minorlty students‘lnto
graduate schools show how quick]y the number of qualified appllcanre
‘grows when word Spreads that departments are: truly 1nterested 1n f1nd1ng

and encouraging such students.

- "Why can't a woman be more like a man!" ' This seems‘toisum up fac-
'ulty‘attitudesjtoward‘academic women and institutional‘reform‘at Davis.'

Respondents are veryﬁwilling to acknnwledgefwomen's‘competence~in the:

performance of academic duties and‘toydeplOre‘the existence of discrimina-

tion\againSt"highly‘qualified females. But policies that draw attention

to women as_women meet with resistance... Although they acknowledge that "

women‘haye“special difficultieS'in combining'the,roles\offwife;fmother

" and profeSS1onal under ex1st1ng conditions, approx1mately half of the

male faculty members and from one—quarter to one—third of the females

are not willing to support proposals for university sponsored childcare g
centera ‘part time employment without penalty, or leaves of absence to
take care of young children - all propoaals that would reduce‘thesc‘
difficulties, There is even less support for paidlmaternity leaVe

“Many‘faculty members do notarecognize that women have-an important
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wirilhe

role ‘to pléy as women on university policy—makinglcommittees or in de-
partments as authbrities,about theméelves.l And fewer'than one mule in

f1ve belleves that female appllcants for faculty p051t10ns should be
sought out. ‘and glven p*eference unt11 thelr numbers on the. faculty
.approx1mate the. numbers of women trained 1nbthe flela

In the next sectlon wé will p1np01nt some . groups. among the Dav1s

faculty that‘recogulzt L 2 need for 1nst1tut10nalLresuonslveness to
‘women's rights. ‘Unfortunatelyywé‘wili also find that these‘gtoupé'ure

numerically small and ralatively powerless.

O

“ ERIC
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III. DETERMINANTS OF FEMINISM

We have seen how male and female faculty members as a whole .have
responded to individual statements: concerning the role of women in acad-

emic life and to proposals for institutional reform. But among what

“groupSIin the Davis faculty is support for the equal participation of

" women most likely to be found?

To answer this question, we condensed the data into a simplified

c"'eminlsm index." Persons scoring high on the feminism index hold favor-

able attitudes toward women as professionals and toward imstitutional -
reforms supporting equal participation by women. - The index was con- '

structed by coding the answers to 27- att1tude and pollcy statements for

each respondent so that the ”least femlnist reSponse received‘onevpoint,
';the‘next, two, the next three and the most feminist " four‘points;*

fEach pcrson was then assigned a total feminism score out of a max1mum of .

100 points‘and a minimum of 25 p01nts, based only on. those questions
among the 27 that he or she had answered ‘ The‘mean femlnism score for p'
thelsample of 605 faculty members was, 63.1 w1th a standard‘dev1ation of
10.5. Group saores above. 62.5 ShOW”pIO—femlnlst leanlngs and scoresdbef‘
‘low;62,5fare;antiffeminist.‘

In the section that follows, the relation-between‘feminiSm‘scores

' and suchHVariables as Sex,‘age famlly background Current.family status,

position 1n the unlversity,‘and pOlltical identlty are explored Thef‘

most pro feminist ‘groups are found to be women, young faculty members,‘

' d1vorced men and women, men with highly educated w1ves, and persons who

.rconsider themSelves to be "lcft liberal"' radical" politicall;

* Fifteen items on which there was little difference of opinion:across
the faculty were excluded from the index, along with three additional
items for:which a clear interpretation of pro- and. anti- feminism was
not possible ; :



A. Sex

WOMEN AR.E MORE PRO FEMINIST TH_AN MEN
, n Percent Average
Sex Numbex of Total FEMINISM SCORE
Male 525 "‘91;9 63
Female 47 8.2 73
572% 100.0 Range = 10
~ As we have seen; ther47vfemale7reSpondenté‘eomprising‘82.0f~the
total‘sample responded‘more'favorably'to‘theTEeminist issues raised in
the questionnaire than did the 525 males. ”helr average feminlsm score
was 73 compared to 63 for men, one of the: larger dlfferences found be—
tween groupsg%
E [ B, Age
B | 3~YdUNGER,FACULTY{MEMBERSQARE.MOREfPR0~FEM1NISTtrHAN‘OLDER‘MEMBERS\
h - SR r' Percent f*Avéfégé“‘
hge Number: “of Total 'FEMINISM SCORE
1Ma1es ; o S
20~29 32 6.2 68
©30-39 189 36.3 64
40-49 159 30.6 " 63
| 50-59 103 19.8 61
60+ 37 7.1 59
S 490‘ : ulQb.0 “ ‘ Range =‘:9
‘Femaie8~ o o
- 20-29 3 6.5 76
A 030-39 0 .20 43.5 74
40-49 15 32,6 73
50-59 4 8.7 68
60+ 4 .87 77
; 46 100.0  Range = 9

information on sex, age, rank etc.

B ". ’
i

ok Numbers do not add to 605. because some respondents did not prov1de

IV736
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Younger faculty members are'more pro-feminist than older faculty
members, with. the exception of the very small number of female profes-

sors over the age of 60 whose group average is the hlghest of them all'

3

-C. Familz»Background

1. Educatlon of Father and Mother

ONLY WOMEN'S ATTITUDES ARE AFFECTED BY THEIR PARENTS'
_ EDUCAIIONAL ATTAINMENT '

e el ‘ f‘PerCemt R Amerage
Education of: Father - . Number | of Total FEMINISM SCORE
Males . o -

‘”High school o o276 53.1 . 63
- Some; COllege P X 13.5 62
"BAor ‘equivalent. S 14.8 63
.. MA or equivalent . .. .. 54 10.4 62 -
- PhD or equivalent. = 41 8.0 64"
R | s18 . 99.8  Ramge= 2
Females . :
: JHigh school 17 36.9 700
~'Some college : 6 3.1 o T3
" - BA or‘equivalent‘ T 5.2 72
MA or equivalent 9 19,5 ¢ - 77
PhD or equivalent: 7 S15.20 o 79
46 “»‘ '”“99,9 :‘>“,Ramge -9
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o , ‘ Percent . Average
Education of Mother o Number ’ of Total FEMINISM SCORE
Males ‘ - : ‘ ‘ , ‘
‘High school S 295 56,9 63
. Some college .. 938 19.0 62
"BA or equivalent = g 57.2 63
MA or equivalent 3L 6.0 65
PhD or equivalent 4 0.8 64
Cs17 99.9 Range = 3
‘ Femaleskx .
‘High school = 19 42,2 R
Some college o -9 20.0 70
~.BA or equivalent - B © 13 28.9 7
- MA or equivalent - b © 8.9 78
PhD or equivalent ‘ .0 0.0 L=
| 45 71000 Range = 8

(&“ﬁ"\

SurnriSingly, the educational attainment of their parents‘has no-

: effect upon male faculty members feminist att1tudes ﬁowever, those _‘“
h:ﬂfemale faculty members Whose mothers recelved at least a BA or whose Al
»fathers received an MA or PhD are significantly more pro feminist than
= those whose parents had less education It is interesting to note that

parents of female faculty members were more likely to have post—graduate

training‘than‘the parentsiof‘males.
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2. Euploymeut of Mother

FACULTY MEMBERS WHOSE MOTHERS ALWAYS WORKED ARE MORE
PRO-FEMINIST THAN THOSE WHOSE MOTHERS WORKED SOMETIMES
OR NEVER |
"Was‘ydur m§th¢r‘émployed when:ybu~wére‘living at home?”‘
Emplo ment of M§ther' Number Percent - Average :
AApLoyment et PEL of Total FEMINISM SCURE
Mgles _
Yes, always: 50 9.7 67
Yes, sometimes - -~ 155 - 30.1 ‘ - 63
No, never .~ 309 - . 60.1 62
514 o - 99.9 Range = 5
Females ‘ ‘ ‘ _ ‘
 Yes, alvays 6 12,8 18
: o - Yes, sometimes . ‘ 16 34,0 T3
{fﬂ ‘ '~ No, never . - . c25 - 53.2 ‘ 73
47 100.0 Range = 5

The majority. of Davis‘ﬁrofessors grew‘uprin‘famiIies iﬁ’whichnEhE,
mother was never employed outside the home. Faculty members whose
mothers were ‘always employedvhold somewhatumdre‘proefeminiSt attitutsss

than those whose mothers worked sometimes or never.




LV-40
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b D. Marital Status . /,////ff
| FEMINISM VARIES WITH MARITAL §TATUS FOR BOTH MEN AND WOM%?///;/>//////

o

: . . ‘ o o ‘Percent ;///// Avefage-;‘ i
Marital Status Number of Total . FEMINISM SCORE
' Méles »
n . Never married 17 3.3 - 58
~Married S 474 - 90.8 - .63
Divorced . 23 4.4 1
514 . 98.5% - Range'= 13
_Females : ”
Never married 12 ‘ . 25,5 C 64
. Married . 22 © 46.8 Co 74
Divorced . 10 213 81
44 . 93.6%  Range =17 .-

 Nine;£¢nths_Qf t£é7m¢n_in the sampl§.afe‘ﬁaffied'butfeWe; than

‘ half‘ofbthe‘W6£én. ,Yét erdeth ée#es‘théffélatioh bétﬁéen'méfitai
.status’and'feminism iséonsisfent:fthéé§ whonéver marfi¢& ér§‘l§ast
feﬁinist,hﬁhdse Qho ;£exﬁéffiéd_are.ﬁofekfemiﬁist,‘an& £hoée thfare .

“divorced are the most feminist; .

* 1.5% of the méles‘(B)[and‘6;4% of the females (3) are éeparated or
‘widowed. R RN ‘ S ‘
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{ - 1,  Wife's Education, a

 HUSBANDS OF KIGHLY EDUCATED WIVES ARE MORE PRO-FEMINIST

t . L Percent Average
* : - : AVE
Education of Wife Numbex of Total  FEMINISM SCORE
High school = 36 7.6 59
Some college ‘ 91 19.4 59
BA or equivalent - 186 - 39.6 62
| MA or equivalent 116 24,7 65
PhD or equivalent _ 41 ‘8.7 71
470 100.0. Range = 12

Male faculty members whose wives -have PhD‘degrees are far more
feminist than those whose wives do not, but they make up less than 10%

of the sample‘of‘mafried‘men,f - ' 1

2. Wife s! Employment

(. s HUSBANDS OF WORKING WIVES ARE SLIGHTLY MORE PRO FEMINIST

; ‘l. ”_IS_ your "sp“o"us__e 'emplbyed‘ 1yr.mw?"

L L s g TSN ‘Petcent“ S fAVetage ,
% : = , \
Empioyment‘oftW1fek  ;ﬁ__Number of Total =~ FEMINISM SCORE
Yes, full time . 78 167 - 64
Yes, part ‘time 87 18,6 66
No S ‘ o303 - 64,6 « .61
l468 BRET v99;9“ Range = 5

Only one~third of the wives of faculty members 1n the sample are
‘currently employed outs1de the home Thelr husbands attltudes are
" slightly more pro—feminist than the attltudes of men whose wives do not

‘ -work.

Y

* Answered by married males only..
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E.  School or College

THE LETTERS AND SCIENCE FACULTY IS MORE PRO-FEMINIST THAN THE
" FACULTIES OF THE OTHER SCHOOLS AND COLLEGES (EXCEPT FOR LAW)

. ‘ ) o . “.fercent‘. Average
School or College = Number “of Total . FEMINISM SCORE
Males ,
 Law : ‘ 6 1,2 .70
Letters & Science 198 39.5 66
. Medicine o S ‘63 12.5 64
Engineering _— ‘ 41 8.2 62
Veterinary Medicine - 42 8.3 60
. Agriculture o _ 152 30.3 60
502 | 100.0 Range = 10
Femeles‘ - .
Law .. L ‘ , C" : | 0.0 =
‘Letters & Science 22 48.9 76
Medicine‘ ' o > 2 44 *
g ‘Englneerlng C S 0.0 . -
i “Veterinary Medicine =~ 2 hh &
' ‘Agrlculture . 19 ,42;2 73
45 99,9 ‘Range= 3

,‘Forty‘percent of.the eemoleCérecfecnityfnembers:in~Letters'endv
Science;f3d% are in Agricuiture,iénd’enotner 302ware in the:fonr’oroe
fessional‘schoolsv: If’one foregoes‘genereiizetion‘about‘the Lew”fac—'_

S ulty becauee of the’small number of reSpondents, then the Letters and
"Science faCulty 1s the‘most pro—feminlst followed in order by Medlcine, .
eEngineering, and (tied for 1aﬂt place) Veterlnary Med1c1ne and Agrl—'t

culture.

Ry

* Numbers too small to report -scores.
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F. . Academic Rank -

“

1. SUPPORIrFORvFEMlNIST ISSUES DECLINES WITH INCREASING;ACADEMIC

RANK i
i
Academic Rank =~~~  Number Percent Average
o ‘ PO o of Total" . FEMINISM SCORE.
Males
- -Lecturer - : S 40 7.9 66
‘Assistant Professor 134 26.5 65
Associate Professcr 100 19.8 .63
Full Professor. - 231 45.7 - 61
505 99.9 Range = 5 .
Females , .
Lecturer ‘ ‘ 19 ' 41.3 ‘ 78
“Assistant Professor 13 2803 o 73
Associate Professor . 6 13.1 ‘ 67
Full Professor' . : 8 . 17.3 - 69
£ 46 .100.0 Range = 11
E - -
oupport for feminlst 1ssues decllnes w1th 1ncrea51ng academic rank.
‘In other words, lecturers and assistant professors are more pro femlnlst
.‘than are assoc1ate and full professors who comprlse the largest pr0por-
otion of - the faculty Note that 414 of the females in the sample but ’
‘only BA of the males hold the rank of Lecturer' And the women Lecturers,
presumably only too conscious of the problems associated with their low
rank, are cons1derably more support1ve of reform than are higher ranklng
‘women.
Becausekassociate and‘full‘professors wield‘much more influence‘
over un1vers1ty governance than other ranks, it is partlcularly rele-
‘ lvant to ‘examine their attltudes toward female faculty and toward varlous
“;u~ "reforms Interestingly, assoclate and full professors d1ffer little i

from assistant professors in the1r perception that d1scr1m1nat10n against

‘,women,exists, that female‘faculty are competent~colleagues butuless




profe331onally motlvated than men, and that women encounter diffi-

culties in comblnlpg careers and famllles. They do differ in the1r

attitpdesltoward‘policies_affecting women, however.

In order to’ examlne these att1tudes, p011C1es have been grOuped

‘o

accordlng to the 1nd1v1dual and nroup rlghts that they 1mp]y

Ind1v1dual Rights o o ‘e_kﬁtd
(a)‘vThe right of all 1nterested and e]1é1ble candldates to .be.
. con31dered}for an app01ntment; g | |
(b) The?fightvdfdail’eaedidates to be considered on thefbasis of “
.theirqualifieatione Qitheut regard tokage, maritaT,statua,;
fahd'famii&hreepensihiiitiee;‘ | .
‘(c)‘hThe rlght of faCulty members te recelve‘a331stance in . combln— g
TT‘1ng therr profe331onal and famlllal obllgatrons.
GrouE Rights ” | i e
(a)‘ The rlght of Qomen to;rebreaehtatiehihd adViseryaandhquicyem“
| makingibodies;‘TJ“ R | | |
,(b) The riéhtgdfTWBmeh;to:retreaehtatioh ontaereening'bOdies;
'(c) The rightquﬁOmendtetheuse,of>ehi§eraity faeiiities for“'
thedsthdy‘eTTWO@en. - | | | |
(d) The‘right ofWomentofeduitable'ﬁembership'in“the student body’

: ahd'On‘the‘faehlty of,the'uhiversity.

Lv-is




2. SUPPORT FOR BOTH INDIVIDUAL AND GROUP RIGHTS DECLINES WITH

.ACADEMIC RANK

Individual
Rights

Percent Who Agree With Pﬁlicy

7] @
@ A A
& v
@ e Y 0 O
& & 2 s &
A <y WOJ 4 %QJ Q\’Q/
‘Q/o 0 % o o vy O
) (;/ ‘,0 (0(0 Q,L' S}‘ »Q"
NI v &

The right of all interested and
eligible candidates to be con-
sidered for an appointment by:

Periodically reviewing
Lecturers for advancement

Publicly-listing availabie
positions

93,0  86.7 73.9  76.4

91.0 78.4 72.4 60.9

The right of all candidates to
be considered on the basis of
their qualifications without
regard to age, marital status,
and family responsibilities by:

Granting‘;art—time appéint—
ments without penalty

Modifying nepotisn
regulations

Cohéidering applicants
regardless of age:

72.0 - 61.9  59.0  49.1

60.4  62.6  50.0  42.4 . -
78.9  61.9 52,9  39.5

The ‘right of faculty members. to
.receive assistance combining
their professional and fam-

ilial obligations by:

Permitting leaves of absence
- for childcare :
.Providing'univefsity—
'sponsored childcare
facilities
Granting'paid‘maternity‘ ‘
leave -

73.7 61.3  55.4  43.2
58.6  60.9 ~ 45.7 31.3

43.6  44.8  39.8  31.3
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Group

Rights

Percent Who Agree With Policy

(]
]

o < & v & <
A ‘.0"0 ) 0
'l/w W @ ,Y"b' & {0"0

& D& o« @
Q/o Y?‘O Qr&/ ? Q"L’o > '19
~ v & %

{59) - (147) (106) (239)

The right of women to represent-

ation on advisory and policy-
making bodies by:

Creating a standing committee
on the status of women

Placing women on all major
Senate policy—making
commlttees

64.9 63.8 59.0 45.8

67.3 62.9 55.6 43.8

The right of women to represent-

ation on screening bodies by:

Including women on all de-
partmental graduate ad-
missions committees

51.8  39.0  26.6  24.0

The right'of women . to- the use

of university facilities
for the study of women by:

Creating a Department of
" Women's Studies

40.8  36.5  25.8  26.9

Thé right of womén‘to'equit4

able membership in the student
"body ‘and on the’ faculty of the
universlty by

Active recruitment of grad—
uate women :

Active’ recrultment and
preferential hiring of
‘faculty women ;

38,9 3l.

931
H
O
o

23.6

30.3  22.7 18.4 - 18.7
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It is important to realize that the individual tights identified
apply to both male and female faculty menbers; but affect women much
more than‘men. Faculty members support individual rights more than
they support women's group rights. This, of course, is consistent with
the individualistic ethos of tha university which is supposed to dis-
tribute rewards on the basis of individual merit. Only recently, with
studies showing conclusively that universities, like other institutions,
have not'lived up to this ideal, have various minorities demanded
recognition of their rights as a group.

In general, faculty members are most favorable toward those
policies that preserve their decision-making authority intact and least
supportive of those policies that set cond1t10ns upon how they can
exercise it. In other words, more faculty members support policies
{h » that bring eligible candidates to their attention and expand the pool of
eligible candidates while leaving the decision as to who is hired and
what policies should apply to women in their hands. Fewer support'
p01101es reqm: r1ng consultation with women about matters affecting
women - (on adv:sory, policy:making and screen1ng commitcees) or develOp-
ing eXpertlse about women in a department devoted to women' s studies,

. and fewer Stlll suppﬁrt policies requlring departments to prefer women

'vover equally qualified men until the number of women graduate students

and faculty reach equ1table pr0portions with1n the departmenz.

'; Lo o " Full professors appear ‘to be most zealous in guardlng the1r dec-
ision—making authority,‘the only right a maJority of them: support is
that of considering all interested candidates for an appointment.h A

‘majority of associate professors recognize this right plus the right of

. all candidate° to be cons1dered on the basis of. their quallfications

w1th0ut regard to age marital status, and family respon31b111ties. _
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{b (Their support for permitting leaves of absence for childcare, like
their support for granting part-time appointments without penalty, is
taken to indicate that‘they feel family responsibilities should not bar
employment.) A majority of associate professors alsa%iecﬂgnize the
righ“?of faculty women to representation on advisory ead policy-making
bodizes. Interestingly, the=y are much more willing to see women repres-

ented on university decisicm-making bodies than on departmental admis-

sions committees. A majority of assistant professors recognize these
rights plus the right of faculty members to receive'aSSistance in - com~
bining their professional and familial obligations, but significantly,
they do not support granting women faculty members the individual
right‘of paid maternity leave. Only among lecturers does a majority

recognize the right of women to representation on screening committees.

.

Among none of the ‘ranks does a maJorlty recognize the. rlght of women to

use unLVer81ty facilities for a Department of Women s Stud1es, or the
right of women to equitable membership in the student body and on the
faculty of the university.‘_ln‘general, faculty members are more likely
to support those policies that affect current and potent1al faculty mem-~
bers as 1nd1V1duals and 'less llkely to Support those that beneflt women
as a group.r In part1cular, tenured faculty, who have the most 1nfluence
within the univerS1ty, are least 1nc11ned to constrain their own author-

ity in order to 1ncrease equality for women w1th1n the univers1ty.

~?

| z‘El{lC
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G. Politic¢al Identity

1. FEMINIST ATTITUDES ARE POWERFULLY LINKED TO POLITICAL ATTITUDES

"Generally speakiag, how do you consider yourself politically?"

_ Percent Average
Pol e -
° iti‘?a.‘l..l.‘i.e“tity o Nemer o of Total FEMINISM SCORE

Somewhat conservative = | 99 18.4 56
| Middle-of~the-road 216 " 40,0 .62
Left ‘liberal ' 207 38.3 68
Radical ' 17 3.2 78
539 o 99.9 Range = 22

Finally, faculty members' attitudes toward feminist issues are
powerfully linked With their political identities. It may not be sur-
prising to learn that feminism is one among a number of political issues
about which most men and women have definite opinions, but it is sur-
prising to-learn the extent to which political identity affects
feminism scores.- | |

Only three faculty members identified themselves as 'very conserva-
tive" and'so their‘responses are combined With]thoseccallingithemselves

somewhat conservative. Together the group 's average feminism score .’
Was‘56 k The numerous_"middle—of—the road" and "left liberal" faculty.
mEmbers scored 62 and 68, respectively, and the small group of "radical"
faculty members scored a high 78 |

" To some it may be distressing that political 1dent1fication and

‘afeminist attitudes are so closely intertwined but egalitarian ‘issues

‘jhave always divided the right and the left in this country, and the

content of. liberalism and conservatism is continually changing Issues

”that today divide radicals and conservatives frequently become tomorrow 's

statuSHquo. Hopefully,ifeminist issues are - in the midst of such:a"

movement“alang the’ Spectrum of political opinion. f
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2. SUPPORT FOR INDIVIDUAL AND
IDENTITY

GROUP RIGHTS VARIES WITH POLITICAL =~

Percent Who Agree With Policy

Individual

Rights

(216)

>(217)

an.

The right:of all interested and

eligible candidates to be con-
sidered ‘for an appointment by:

Periodically reviewing
‘Lecturers: for advancement

Publicly listing avallable
positions

'84.0

61.7

80.1

70.8

86.6

75.1

82.3

94.1

The right of all candidates to

be considered on the bagis of
their qualifications without
regard to age, marital status,
andvfamily}responSibilities by:

~ Granting part-time appoint—
Hments without penalty '

Modifying nepotism
regulations

‘ Cons1der1ng appllcants
regardless of age ..

40,2

41.0

47.8

54.1

50.2

53.8

76.5
64.6

53.9

Thefright:of~facu1ty members to

B leave.‘

‘receive assistance combining
"their professional and fam-
v 111al obllgatlons bz

’ Permitting leavps of absence
for childcare

‘}Providing unlversity—
- gponsored chlldcare
facilitles

" Granting paid: mmternity

- 29.8
13.9

117

49.3
40.4

28.2

68.6

63.8

1 56.3

81.3

81.3

82.3




'Group
Rights

=

Percent Who Agree With‘Poiicy

(99)

(216)-

(217)

(17)

The right of women ‘to represent-
ation on advisory and policy-
making ‘bodies by:

Creating a standing committee
on the status of women

Placing women on.all maJor
Senate policy—making
committees

29.9

34,7

46.1

48.5

73.2

65.6°

" 88.3

93.8

The right of women to represent-
" ation on screening bodies by:

Including women on all de-
partmental graduate ad-
missions committees

16.1

22,8

45,5 -

62.6

The right of women to the use
of university facilities
for the sLudy of women by:

Creating a Department of
Women 5’ Studies

244

25.8

34,4

82.3

The right of QOmen to equit-

‘body and on:the faculty: of:the
university by |

Active. recruitment of grad— B
uate: women :

Active . recruitment and
preferential hiring of
faculty women -

‘able membership in the:student: .

9.6

9.5

19.0 ¢

11.4

40.5

- °33.4

66,7

68.8
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¢ A majority of consexvatives recognize only the individual right of

all interested and eligible candidates to be considered for an appoint-

ment, A majority of middle-of-the-~roaders recognize this right plus the

right of all candidates to be considered on the basis of their qualifi-
cations without regard to.age, Tarital status, and family responsibilities.
A majorityyof the liberals recognize these plus the right of faculty
members to receive assistance combining their professional and familial
obligations and the right of women to representation on advisory and
policy-making bodies. Only radicals recognizeyall of the rights includ-
ing the right of women - to representation on screening commi ttees, to
the use of university facilities‘for,women's studies, and to equitable
membership on the student body and on the'faculty of the university. |
Conservative faculty members differ m0st‘from other faculty members
over the issues of university financed childcare centers and maternity
leave., Apparently they believe that family and prbfessional responsib-
‘ilities should be strictly separated; ’Conservative and,middle—of—the—
road faculty membels differ ‘most from liberals and radicals over family
assistance and‘grOup rights:policies. Like rad1cals llberals believe
S ' SR TTRIE . ‘ T
‘that'women‘should be'representsd'on university;commlttees but;they'
are slgnificantly less likelv to support positive efforts to overcome
finequities in the proportlon of women graduate students and faculLy‘
In thelr personal attitudes, faculty members have obv1ously not caught
‘up W1th policy trends on thewnational leVel where m1norit1es have suc—‘
4 . ‘
ceszully establlshedmthe leg1timacy of uS1ng statistlcal ratios to
,,prove the ex1stence of disciimlnation. Because these V1ctor1es‘are‘_
{;pl f::; j‘recent it can: still be hoped that faculty members Wlll gradually reduce
! : :

their resistance to group rights as local and national leaders begin to

‘ [ERJ!:“' ‘ . convince them of their legitimacy and usefulness.




Aruitoxt provided by Eic:

IV-53

CONCLUSIONS

Do faculty members at Davis believe that academic women experiemcis

discrimination? Are they prejudiced against women as colleagues? Do

they support the removal of institutional barriers that now force

women into marginal positions or out of the academic profession alto-
gether?

Some faculty members'are_prejudiced against women, as their res-
ponses to the questions in the survey reveal, For‘example,‘some view
the typical‘female faculty member as more emotional than logical, more
irrational than rational; and not as capable of critical thinking as a
man. However, most faculty members do view women as competent colleagues,:
easily able to handle their professional obligations as long as‘familyk ‘hf;
responsibilities do not interfere. But'in comparing men and women,
almost half believe that women are less committed to a professional
career, and large minorities belieVe that they.arelless‘productive and
have greater difficulty in combining the roles of spouse, parent and’
professional simultaneously. ‘Of course, some of these perceptions are

not. necessarily preJudlCES but may 31mply reflect the reality of exist-

‘ing handicaps that ‘women experlence when they pursue academic ach1evement.

What is dismaying about the responseS'to the survey is that few
faculty members percelve women s handlcaps as problems requ1r1ng institu-~
tional solutions.' Large maJor1t1es acknowledge that women generally
experience‘career dlscrlminatlon but many fewer belleve that women ‘in
the1r own field are discriminated against and thus they do not support
reforms substantially revising recruitlng practices and ellglbility

criteria. The‘majorityqperceives that women haveidifflculty'in being

‘wives, mothers and' professionals simul taneously, yet many strongly
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_are forced'to struggle. :; o . “‘ ‘ ‘_,” L
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resist measures to provide asiistance to faculty members for child care.
Many also resist placing women in crucial policy—making positions where
they could tackle these problems‘directl; and set up procedures for
correcting past inequities against women as a group.

It is this notion of grour vights that is most alien to the faculty.
While they acknowledge the rights of individuals, they balk at granting
women as a group the right to.be represented on all major advisory,
policy-making and screening committees or to equitable membership in the
student body and on the faculty of the university. Almost half of the
men and over one—quarter of the women even balk at creating a standing
committee on the Status of Women at Davis to report annually on the
progress of the campus in achieving equality of opportunity for women!

Although little conclusiye evidence'yet exists that enactment of
the reforms examined in this survey —; the reforms that feminist groups
‘throughout the country ‘have demanded -- would greatly increase the
representation of Women'on university.faculties, a number of studies do
show that women students and faculty fee1~professionallybdiscouraged by

current policies that'deny them;‘among other things, part-time emplby—

“ment , pa1d maternity leave, 1eaves of absence for child care, and the

txight to teach in departments where their husbands teach Whether or

'not current policies are intended to discriminate against women, they™ - - ..

‘add up to - a strong pattern of 1nstitutional sexiSm against which women

W

L%
Many faculty memberSubelieVe that‘existing practices are fair:and'
non-dlscriminatory. In response to an 0pen ~ended question in the survey,

"In your oninlon what is the current mood among your colleagues in the

rdepartment about seeking and/or hir1ng womer in regular faculty pos:t—

ions?", most faculty members‘declared in one,form or another, “Sex is
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‘irrelevant. We consider everyone on the basis of their qualifications

and hire the best person we can get;" (Or they evade the question by
pointing out that their department is not hiring anyone.) In response

to another question, respondents overwhelmingly replied that when they

- hire new faculty members,they look for excellence in teaching or research,

strength in the department's particular area of specialization; or some-
one who can "balance out" the department and f1ll in the gaps in the
major f1elds. Very few add that they they also take into account the
race, sex or political 1dent1f1cation of the candidate (yet over half
cf the male respondents agreed that if confronted with a choice between
equally qualified male and female candidates they would prefer the
male).

These responses, of course, are what one would expect from persons
who are not aware that‘they are discriminating. But we submit that
faculty members‘arerbeing discriminatory when they aver that sex is

irrelevant, because only when faculty members become self-conscious

" about the ways in which existing practices do handicap women can they

begin to eliminate‘discrimination against women. Ekisting practices,
whlle they may fulfill the technical requ1rements of equality of
pportunity have not. produced and cannot produce equality of repres—~“
entation, or result.
It ishunfortunate that those who are most committed to reforms that
assist women in becoming‘equallparticipants’in the acadenie wbrld aref

the least: powerful or numerous inathe univer31ty community. Given their

: ,small numbers at the present time. *women alone can hardly be expected
. to bring about the necessary changes, howeVer intensely they feel

Younger faculty members and nontennred professors exercise no great

influence, divorced males are empaﬁhetic but rare, about as rare as -
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i - men who are parried to women with PhDs. Thus, if reforms are made,
they are as likely to come from outside pressures as from the efforts
of those individuals in the university who are most directly affected,
although these individuals may exercise considerable leadership.

In an institution such as 2 university which is dedicated to ex-
cellence judged by universal standards, evidence that these
standards are biased in application is disorienting and aggravating to
those who uphold them. In this context, the association between politi—
cal identity and feminist attitudes takes on 'a new significance,
Ultimately, the diSposition of feminist reforms may depehd upon the
sssimilatioh of new perspectives on egalitarianism and how it is

- achieved,

In this report we have tried to show that women are unduly lLi.ndi-

o —

capped by poiities‘thst technically apply equally to men and women but
in fact adversely affect womeh's ability to pursue prdfessibnal ambit-
ions. We are“suggesting that instead of raising a series of hurdles

before women and weieoﬁing those who surmount them, the university
communitybshould start with diffefeht assumptions:; first, that women
are as capable as men of doing eompetent academic work second that
many more women | would be motivated to purSue an academic career if they
were not systematically discouraged from that course' and third that
1f women are unuerrepresented in the university, it is because the

university's policies and‘practiees work against them. As long as

| uneduaifresults are spparent‘in‘the fepresentation'bf”men and women‘at
'different‘levels of‘professiOnai:status‘within-the‘University, the
{“i ‘ ‘university'comﬁunity{wiil know‘thst'its~policiesyate(diseriminatery‘and‘

that it should take steps to correct them.
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- \ INTRODUCT ION

How do wives of faculty members at UC Davis perceive the role of
women in academia? What responsibilities do they assign to the univers-.
ity for meeting the needs of working women? Do their views more
closely resemble those of their husbands or of female faculty members?

What special problems do women married to. faculty members confront
in their own lives at Davis? Does the university community provide
opportunities for their involvement in activities outside‘the home?

Does it provide worthwhile employment? Does the community fully utilize -
the training and talents of this highly educated‘group‘of‘women?

To find out, we mailed questionnaires (similar‘to those sent to
faculty members and’discussed elsewhere in this report) to a random

sample of 200 faculty wives.*t Three women could not be contacted, and

P

of the remaining 197, 126 returned their questionnaires, giving a res-
ponse rate of 64%. However, two questionnaires arrived too late to Be~
included in tne analysis, leaying a total sample of 124 women.

In general, theyresponses‘reyeal‘that facultycwives are more fem—
inist‘than‘male_faculty members onbthe supject‘offWOmen‘in‘academia;
ibutkare less’feminist than the‘femaleffaculty’mempers{‘iTneirvinter—

g mediate position on tnese issueS'nolds with’remarkable consistency ’
throughout all but two of the attitude and policy questions asked in j,‘”‘ :
‘the‘Survey, as well as 1n their assessment of what a‘ typical female
faculty member" is like.

Wives of taculty members represent a tremendously valuable resource

R, *;Several respondents objected to the term "faculty wife" as a demeaning“};“f*;
( AR ';one because ‘it identifies’ women only in‘ their relation to a man and: ‘fdv“
SR . not. as individuals.p However in: the interests of avoiding excessiveyff‘~
repetitiou of the phrase. '"women married to. faculty members ! the term -
is used occasionally in this report ' : S !

‘1‘.+cSee Appendix 2




to the community, for as we shall show, over three-quarters are college

‘graduates_and one~third have advanced degrees, Most of these women,
aside from raising their children are actively-involved in‘various
culturalo serv1ce—or1ented and political organlzatlons upon which' the

communLty depends.

Most wives percelve a numbe: of obstdcles to thelr working or.

_being in school. Only one woman in three is employed and only one in

-‘ften works full time, Among those who do work 40% complain that their
jobs do not make full use of their education, training, or talents.
:Because over two~thirds of the wives who are not now‘employed said they
would Jlke to be working if they could flnd an 1nterest1ng job, espec- .
1ally Jf it vere part time, one gets the impression that much of thﬂ
‘ ‘energy‘devoted to communityfact1V1t1es 1sta consequence‘of the somewhat
testricted anailability,ofiprofessional employnent for'women in or near
Davis o

Whlle most women express. general satlsfactlon W1th the sltuation
of faculty wives at DaV1s and suggest no 1mprovements, others are keenly
‘aware that the lack of employment opportunities‘and‘childcare,services,
among other factors, inhibits the full utilization‘oftheir interests

‘and skills,
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I. ‘ATTITUDES ABOUT ACADEMIC‘WOMEN‘AND INSTITUTIONAL REFORM

As a group, wives of faculty'members hold more favorable attitudes
toward academic women than do their husbands on all major issues con-

sidered in the survey; the differences are slight on some issues and

‘great on others.

First, the1r image of what a "typical female faculty member is

like tends to .come closer to the mcre favorable description given by

women professors themselves, and closer to the tralts con51dered approp-~

riate for 'an ideal faculty member of either sex."

Second, compared to faculty men, w1Ves are more llkely l) to acknowﬂ

‘ledge the existence of discrimination against women ; iy to believe that

women are as capable as men of 1ntellectual achievement 3) to view
women as competent and serious professionals, and 4) to doubt that
women s employment is likely to ha1m the marriage or the children

Th1rd women in the sample are also more. llkely than male professors

‘to support policy changes in the univers1ty that would recognize l) the

‘rlghts of women as individuals to consideration for academic app01nt-

ments without regard to‘age, marital\status or‘family responsibilities

and to ass1stance from the un1verSity in combinlng their professional

and familial obligations, and 2) the rights of women' as 1 gro_i to re-.
presentation on” all maJor un1Versity committees to the use of univers1ty‘

facilities for the study of women, and to equitable membership in the

student body and on ‘the . academic sraff

However wives hold slightly 1ess favorable attltudes toward

axtdemic women than do the academic women themselves Their 0pinlons

as ' a group generally fall between those of men and women on the univ-

ersity faculty



—— A, Images of the "Typical Female Faculty Member"

MEDIAN‘RANKINGS‘QN A SIX-POINT SCALE OF PAIRED ATTRIBUTES

‘ ‘ L Median‘Rankings‘By
Attributes of the "Typical —
Remle Pacuy emer't L Jele Tl fee
loviieannas ,.5..}..,....{.6 (505)* (124)* (44)*
| open: -b-.------4--'-:‘-7.----‘-(.Ilosedv 34 2.8 2.4
Amhitioue--J ----- Unambitlous ' 2.7 2.3 2.3
Cocgeratly --f---Competitive‘ 3;2‘ 3.0 2.9
Demanding ------ ----Accepting 3.4 3.4 3.8
Femlnlne-é ------ Q--Mascullne 3.0 3.1 2.8
»fassive ..... AN Aggressive ' b2 b4 4.1
‘ Tense:;---t ----- e ;;gCalm;“ 3.3 | t 3.8 _ ‘3.9
. Emotlonal-;..L..-f--Qchlcal - 3-7‘ ; 4 | , 4.6
! Dependent-.;,...~IndeEendent/ i b4 o 4.9 4.9 (
Irraticnalf.--------Rational‘ 4.3 | 4.9 l“l, _ 4.9‘:
Unproductive-;;;;;Preductiye : 4.5 - 4.9 . 4.9
Hdu do women marriedhto Davis.profeseors describe‘the "typical
female faculty member "7 How does thls image compare ulth the image that
‘male and female faculty members hold of the "typlcal female faculty
' member.‘and‘of-the-"ideal faculty member of e1ther;ser“?‘ |
dResuondents Were”giyen a'llst‘cf paired’attributes'and’asked tc_
check the point on the cix—point scale between them that correspcnds to‘
their image of a typlcal female faculty member for that attribute Fcr
‘example,;for,the:pair;m‘open. cloSed " a respondent who regards femaleyi
:g“ * Numbers refer to the total of each category 1n‘the samples; on these'
A items there was a non—response rate of approx1mately 20% for male fac—
~‘ulty members, 28% for female faculty ‘members, and 23/ for wives.
Q ‘ + Underllned tralts are preferred *n "the 1deal faculty member of e1ther sex.
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# | faculty members as extremely open would check the space marked "1'" on
the scale. The table shows the‘median rankings for each‘of‘these attri-
butes giyen by male and remale facnlty members and by faculty wives. For
the nurposes of this table' thefscale‘between‘the attribUtes is treated -
‘as if 1t‘were‘a cont1nu0us one wjth f1ne gradatlons from ltoéb rather
than a d1screte one with optlons for checking only 1, ‘2 3, 4, 5 or 6.

“ Using this method of analyzing the‘data, we can see that the median point
for‘male‘faculty memberslfor the attribute of openness is 3.4. ‘This
means that half of’the'faculty regard the typical female‘faCulty member
as more 0penhthan this,'and‘half more closed.i‘Comoaring‘their view
with thosekof‘female\faculty and faculty‘wives, we'can‘see that both
'groups of women regard the typical female faCulty member as more open

than the male faculty members do, and more open than closed for the1r

R

medians‘are 2.§ and‘2583respectively.

‘Most facnlty~members;jwhether1male‘orjfemale, believe that«the ‘
ideal‘faCultyymemhertof‘either:sex_shonld he?entremelymogen and hiéhly:‘
ambitions and;coOperative; Faculty.wives more nearly‘sharehthe%yTEWa\;
point‘of‘female facultymembers who find themselves more‘open, ambitious ‘*~\;:
and coonerative than men do. ‘All three grouosfindfemale facnlty‘memf
hers'slightly more‘acsepting than‘demanding; a‘balanceigenerally re—

: ?garded as'ideal : .

{

ii Evidence inte‘ al to-the quest10nna1re shows that respondents who
‘score ‘the typlcal female faculty member high on fem1n1n1ty tend to be
more pro—feminist on other iSSueS than‘those who~3core her on the mas-‘i

\VCullne side of‘the scale.\ Faculty w1ves, llhe their husbands,lregard
" the’ typical female faCulty member as slightly less femlnlne on the
average, than‘do facnlty‘women themselves.

Male and female facultyrmembers prefer‘moderate‘amounts of -




aggression‘and calmness in the ideal faculty member Thus when wives

: flnd the typlcal female faculty member slightly more aggresslve than .do
male and female faculty members themselves, they are as81gn1ng an
‘ attribute considered. de31rab1e in a faculty member Wives belleve that

. female faculty members are abonr as calm as female faculty members say

they are.

Finally, faculty members belleve that the 1deal professor should be

extremely logical, 1ndependent, ratlonal, and- product1Ve Wives rank

faculty women higher on these qualities thana thelr husbands do and as
high as faculty women do themselves

In sum,‘facuity'wives believe‘that female faculty members more

Closely,approach the ideal than male faculty members do but they re-

gard female faculty members slightly Less Favorably than women faculty ‘

' regard themselves.




{‘ B. Attitudes Toward Academic Women o

ATTITUDES ABOUT WOMEN IN GENERAL AND ACADEMIC WOMEN IN PARTICULAR

Percent. Who Agree -

Existenne of Discriminatien L= - ‘ — :
and the Right to Work L Male  Faculty Female

Faculty = Wives Faculty .
(505)"  (124) (44)

Existence of dlscr1m1nat10n
against women:

Qualifled women have greater , ‘
dlfflculty getting good ‘ 82.3 86.8 90.9
jobs o ‘ ‘ ‘

‘Women have. greater diffi- ‘ - _
culty getting research - o542 - 83.3 © 72,1
grants 3 T :

rcessful women are par- - 372 - 46‘9

ticularr, threatening 23.6

Iruly qualifled women in my o 63‘4 603

y
field have no trouble ‘573

e

nght of women to- push for
: 1ncreased “job. opportunitles.

Graduate educatlon a poor 30.0 9.4 s
h 1nvestment for ‘women: e . :
ﬁ ‘Don't" makeujob demands: until.

m1nor1ty demands are ‘met 7.3 9.4 6.9

Don't make demands An tight

Job market 1.8 1278 : P

‘ Profe351onal Competence
A Cof Women

iIntellectual;achievement"

Women as capable of dolng com~ ‘ ‘94g4:‘“ P 95.9 | 9@ s
petent research ‘ : ‘ <

Women as capable of critlcal

* thinking 88.0: 86.5 . 97,6

{f




" Professional Competence

Percent Who Agree

husbands

fathers, profes-
‘sionals L

of Women Male‘ ‘ Faculty-” Female
‘ Faculty . Wives Faculty
- (505)- (124) (44)
Competent job‘performance?
Women don't handle professlonal
StaLus w1th restraint 6.6 7.6 0.0
Men don't like to work w1th
women on . commlttees 9.5 6.8 2.6
Sexual problems arise when
‘ women are on faculty 9.2 8.7 4.6
o Women better at teaching i
younger undergraduates‘ 9.9 6.7 ;0.0
Women won't stay on the job-. . o B
‘ag long as men - 16.7 14,2 4.7
WomenfasfseriouSHprofesSionals:
Departments with- more women T ‘ L
have less prestlge 18'0 : 23.3 ‘26'4
Women don t publlsh as -much 27.7 o 30,5 ' 16.2
Men are more career oriented S o
~in the academicxworl& 49.1 L 38.4- 4sz
All other’ things be1ng equal, - ‘ .
I would favor the: male 48.1 ‘ ‘3zf2' 16.6
Combining Professional .and
Familial Responsibilities
Success in combinmng mazriage
. and:: career-
| ~ Few women capable of- being good o ) ‘ e
wives mothers, professionals b+'8 o462 18.1
Few men capable of being good ‘32.9 e _ ‘l9'4

13,9




‘
oo Percent Who Agree
: Combining?Emofessional‘and ‘ ' ‘ 7 o
' R, y et Male Facult Female
. Famil : 1 sacuLty
-~ m ‘ral Respons;bl rtles’ Eaculty Wives Faculty
(505) (124) o (44)
Consequences of women's employ-
ment to marriage and children:
" Husband forceﬂito perform dom-
‘ ‘estic duties not his ‘ 16.3" 6.4 0.0
LesponsibiFity
‘ F3?01t¥‘hUSbSFdS and wives 17.3 2.7 101
lnevitably:compete
’PrOfessional,mompetition ‘ ,
bound to be: harmful to ‘ 32.6 32.7 18.5
marrlage ‘ : C
“Children of wmrklng mothers ;
‘ot aS'Well-adJuSted 3.8 35.6 2L.1

:Women married to facultw memhersoverWhelmingly:acknowledge the
eXistenoe of’discrimination;against_women¢in generalgand;the”nightzof
‘Wbmen‘tofpnsh ﬁﬁr‘increasedvjdh_onportunitiesb' They a&so see‘women:ag

‘highlycompeteutjprofessionals,.justhas capable as;maxyof‘intellectual
aehiévement anﬂiof‘good‘idh~performanCe, but they dmmshowhSome'ooubts
‘aBOHmbthe¢pnaﬁ§ssional commitmentlof‘women‘in.academﬁé;ﬂjnst as'some
'mensénd Womemgacademics'themselves do. Ehculty wives: @are more llkely‘
~than-faculty‘women to feel that marrlages and childeen- suffer when

‘kWWOmen Work and that women have great dxfflculty comhunlng the ‘roles
of‘wife,‘mother'and professxonal

The table compares the views of facultybwives ‘with those of male

,-and female faculty members, showing the percentages of taeh group who co

“*either "agree or ‘strongly agree wiLh a numb@r oL sLdLompnts xegard-H
{" “ _ing Women. The complete wording of thejitems can be found‘ineSection~II

- of the faculty survey. Because the general pattern of responses was
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d1scussed in detail there, this brief discussion will focus upon the
unique aspects of;the faculty wlve s perspective.
In two instances where"faculty wives dlffer cons1derably‘from male
and female faculty‘members” they enpress ‘a more pro- fem1n1st oplnlon
. than do both women and men 1n‘t'. un1Vers1ty‘ W1V@s are. more llkely
than faculty members of e1ther sex to believe that "men generally ‘have
an easier time gettlng research grants than: their female colleagues "
and less Iikely to bel1eve that "men in the academlc world are generally
more career-oriented than their female colleagues..™
On other issues howeVer —— those 1nvolving ‘the professlonal CilEE—
, petence of- women and - the‘consequences to a marrlage and.to chlldren i
women's - employment ~~ wives are more fem1n1st than male faculty menibers,,

but. less feminlst than female faculty members They are con51derably

P

‘more llkely than female faculty members: to agree ‘that "the truly
'quallfled women im: my f1eld have no: trouble ga1n1ng recognltlon‘and
~‘gett1ng ahead,," that "female faculty do not publlsh .as much as- males
¢
G~1n their field " and, surprisingly,‘that "all othervthings being equal,,

if faced w1th a choice between a male or female candidate for a faaftty

‘positlon I would favor “the male. .

0ne—third of the faculty w1ves,‘compared to- one—flfth of the femzle:
faculty members ana tWo-fifths of the male faCulty members agree that
chlldren of worklng mothers‘are not as: well—adjusted as chlldren of

‘non—working mothers " and almost‘one—thlrd of the faculty wives and

male faculty members.:compared‘to one—fifth of the’ female faculty men-

- bers agree that "profess1onal competltion between ‘a husband and w1fe 151

! “‘bound to be harmful to a. marriage. | Faculty wives d1sagree with female

-

faculty members most’ on the iSSue of: whether "few women are capable of

_being good wives, mothers, and profeSS1onals s1multaneously Forty—six"r“"




percent of the wives and 52 percent of the male faculty members agree

with the Statément, but omly 18% of the faculty women do.

C. Attitudes Towad Tnstitutional Reform

'OPINIONS;ABOUT*HNLVEKSITY\POLICIESVTHAT'RECOGNIZE WOMEN 'S RIGHTS

Percent Who Agree

Individual | ‘Male Faculty  Female
. Faculty Wives Faculty
ht acuiLy |
Rights (505) o124y (44)

‘"Therright of all interested and
eligible candidates 'tm Be cun-
s¥dered for:an appuiintmemt=

| Iﬁawfew‘1éc:urers;ﬁdnpamwaﬂceﬁentf~‘ S 79.2 - 93.2  88.3
I Iﬁﬁstaévailgble @DSitiDHS@pﬁblicly .69.7 89.4 1 92.,9

| The:right of all candidates. to
|  be:«considered on:the ‘hamiisof
LR | their: qualifications witithout

' | xegard to age, marltalugtatus
0T, family responsf (13 o

Comsider women for- FelTomships

88.9 83.4 930 |

’ megardless of marltélmstatus
éConslder appllcantsmnagytd—- o o »
| less of age . 51.3 84.7 ‘§l.9‘
"’Moﬂify\nepotism‘regubationsx 47.9 . 59,7 T4
‘Thes: right df faéulty ﬁembérs ‘to:
receive assistance combIning
~their profess1onal and
]ffamllial‘obligations .
"Gfant‘part‘timé‘appointméhts ‘ ~ S
_without penalty 34.0 e 53.7 - _73.8
Permit leaves of absence for o o Col
" child care ‘ 52.9‘ 53.9 -61.9
%Provide uniVersity—sponsored o - L
’ childcare facilities . A 43f0 : 30.0 - 66.7
( Grant paid maternity 1eave ‘ 36,6, . . 36.7 , 50;0
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Percent Who Agree

Group | Male Faculty -  Female
o : Faculty -  Wives Faculty
Rights (505) (124) (44)

The .right of women to repres-
entation on advisory, policy-
making and screening bodies:

Appoint a standing committee
on the Status of Women at 52.9- 55.3 - 72.1
DaVlS

Place women on all major ' ‘ ‘
Senate policy-making 52.3 75.4 715.7
committées

‘Tnclude‘women‘on all depart— ‘
mental graduate admissions 28.9 49.5 55.0
‘committees : ‘

The'right to use university fac-
“ilities. for the study of
-women:: -

Organize a Department of , : B
" "Women's Studies if there g ‘ 295 - 46.3 28.5
is a demand. ‘

The right of women to equitable
membership in the student body
and on'the faculty of the

‘university ‘ :

Actively~recruithgraduate ‘ -
women where underrepres- ‘ 224.,8 25.5 o 37.4
ented ‘ ‘ c

“Hire female faculty prefer— ‘ : , c
~entially where under- 3 A7.7 20.7 52.4°
represented ' : ' ‘

As we have seen, virtually all of*the_wivms of faculty membere

sampled recognize the existence of dlscrimlnation agalnst women and

b‘their rightfto pursue 1ncreased Job‘op}mmtunities Do they also support

Specific institutional reforms that wouﬂdumake it possible for more

‘women‘to teach‘in the university?‘

V-12
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A majority of wives do favor most institutional reforms included
in the questionnaire.‘ Inyparticular; they overwhelmingly support .re~ .
viewing lecturer51periodically for advancement and listing all available
faculty‘positions‘publicly.- Very high‘proportions also believe‘that

graduate women should be considered for financial support regardless of

their marital status, and that men and women should be considered for

graduate admissions or‘facultylappointments regardless of their age.
| Three-quarters agree that "women should be represented on all
Senate committees that have major reSponsihilitieS'for academic
policy,” and at least half support modifying the nepotism regulations

so that husbandspand wives can be employed in the same department

grantingjpart—time appointments‘without penalty and leaves of absence

. for men or ‘women to take care of children and providing‘university—

sponsored childcare faci11t1es r Half also believe that "women should
be 1ncluded on- every departmental committee of graduate adm1831on°

and that a standing committee on the Status of WOmen at Davis should be
app01nted.

‘Only four pr0posals'fail to gain'the Support of a"majority of. the
wonlen  in the'sample. Slightly less than‘half‘favor the organization of
a DepartmentVOf Women's*Studies iffthere isra‘demand_for it‘ and;377
favor paid maternitycleave‘for‘female faCulty members Only 25/ of b
the wives agree ‘that. "departments w1th small percentages of women grad— ¥

"

uate students should“actively recruit‘more‘WOmen -and only 217 agree
that "temale applicants for faCulty positions sh0uld be sought out . and

given preference until their numbers on the faculty approximate the

ynumber of women trained in the field " In these instances theyVShare

theyview of~male faculty‘members;who,similarly oppose;these reforms.

. Faculty'wives supportbtWO_proposalsﬂmuch more strongly than[the
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male and female faculty members. Forty-six pekésk B Eie EAGULLy wives
compared to 28.5% of the female faculty members‘and‘29i5% of the males

agree that a Department of Women's Studies should be organized at Davis

if there is a demand for 1t, and 85/ of the wives compared to 62% of the

female faculty members and Sl/ nf the males believe that age should not
be a criterion in graduate admissions or faculty hiring. Because fac-

ulty wives who take time out for childrearing‘may face discrimination on

account of their age if they decide to return to school or to find jobs‘

' commensurate with their training once their children are older, they -

are understandably sensitive to this issue,

Faculty wiyes are considerably less\likely than female faculty mem-
bers to ‘believe that the univer51ty has resoonsibility to help faculty
members combine their‘profeSS1onal and familial obligations They are
conS1derably less likely to support l) changes in nepotism regulations
to permit husbands and. w1ves to hold positions in the same department;

2) part time employment for- men or nomen without preJudice to eligibility
for pr0motion,‘tenure, or sabbatical‘leaves; 3) paid maternity leave for
female faculty members;‘or 4),university—sponsored childcare centers
They are also less likely to support the appointment of a standing com-
mittee on the Status of. anen at DaV1s, and very much less likely to
Support affirmatiye action hiring of women faculty members. - On these

issues, their views are similar to those offmale‘faculty members,



II. FACTORS-ASSOCIATED WITH FEMINIST VIEWS AMONG FACULTY WIVES"

We have seen how the 124 wives in the sample responded as a’ group ﬁtgf\h
to questlons regardrng’thelr 1mage of the typlcal female faculty member[,f‘
and their att1tudes and oplnlons regardlng academlc women and lnstmtut- pf

‘Lonal‘reéorm. In‘thls sectlon we w1i explore'brlefly‘somekdrfferentesf
within,the group of wiveshto‘see whioh subgroups among‘them‘are most‘
likely‘to‘favor‘feminist.issues. for‘thisrpurpose‘a "feminism‘seore%
uas‘derived‘for.each respondentebased On‘her‘answersﬁto 27 attitude
and Pdlicy‘duestions/on which significant differences of opinion‘s
appeared. Theohighest‘possible‘score isflOG?‘theVlowestVZS;‘thusia‘p_dnv
score‘refiectingeneither-pro— nor anti;feministhviews overali‘vould bé;h;}““
62.5. ‘The average score for the 124,viveslis 67rwithva-standardidevia;“fw
tion'of li“ ‘With this score the w1ves fall approx1mately m1dwav be—k
‘tween the 525 male facuity members who scored 63 on the average and‘thedwf
+7‘female faeulty members who scored 73

‘fProffemlnlst‘sent;ment cendS~toebe‘strongerpamong the‘youngersvivespii‘m

'among those whose mothers}and:fathers‘have‘graduate‘degrees among w1ves,‘id"

who themselves have PhDs, and among ‘women who are employed e1ther part;

't1me‘or full—time.
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A, Age
YOUNGER WIVES ARE MORE PRO-FEMINIST THAN OLDER WIVES
Pérceﬁt ‘
‘ X

Age Number 5F Tocal FEMINISM SCORES
20~29 14 11.5 72
30-39 45 36.9 70
40-49 32 26,2 66
50~59 20 16.4 62
60+ 11 9.0 . 63
122 100.0 Range = 10

Wives in their twenties and thirties hold more feminist attitudes

than those who are older.

B. Parents' Education

f‘ WOMEN WHOSE PARENTS HAVE GRADUATE DEGREES ARE MORE PRO-FEMINIST

o Father's | Percent
: Eduation Number of Total FEMINISM SCORE
High School al , 50.4 66
Some college , 21 17.4 66
BA | 11 9.1 65
MA 13 10.7 ‘ 72
PAD 15 12,4 71
i, 121 100.0 Range = 7
Mother's ‘ | : - Percent \ ‘ '
I SCORE
Education Number ‘ .of Total . FEM N;SM
| High School 65 . 542 67
Somé college 28 23.3 66
BA 20 1647 68
MA ‘ 7 - 5.8 76
{ PhD | 0 0.0 \ -
o - 120. .. .100.0 . . Range =10

* Numbers do not always add up to 124 because all respondents did not
prov1de information on all categories
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Women whose parents received no more than a high school education
(half of the sample) are as feminist as those whose parents went to
college. Only women whose parents have an MA or PhD hold significantly

more feminist attitudes, just as among faculty women.

C. Mothers' Employment

WOMEN WHOSE MOTHERS ALWAYS WORKED ARE SLIGHTLY MORE PRO~FEMINIST
THAN THOSE WHOSE MOTHERS STAYED AT HOME

"Was your mother employed when you were living at home?"

" i Percent ‘
Mothei's Employment | Number of Total FEMINISM SCORE
Yes, always f 13. 10.7 70
Yes, sometimes 42 i 34.4 69
No, never - 67 54.9 . 66

122 100.0 : Range = 4

Over half of the womeu now married to Davis professors grew up in

households in which their mother never worked., But whether or not the

mother was employed makes surprisingly little difference in attitudes

toward working women, for women whose mothers. always worked are only
slightly more feminist on the average than those whose mothers never
worked outside the home. A similarly sméll;association was found for

men- and women faculty.



D. Education

WOMEN WITH PhDs ARE MORE PRO-FEMINIST

Education Number Percent FEMINISM SCORE
. of Total

High school 6 4.9 69
Some college ‘ 22 18.0 65
BA ' _ 56 45,9 66
MA 28 _ 23.0 69
PhD : 10 8.2 _ 74

122 100.0 Range = 9

One-third of the wives of faculty members at UC Davis have graduate
degrees. Women with MAs and PhDs support feminist positions more than
those with some college education or with BAs, but as a group, six
womén with high school educations scoré as high on the feminism index
'as those with MAs, It is iﬁteresting to note that as a groub, the ten
women with PhDs in the sample receive the same feminism scores as the

47 female faculty members, 74 and 73 respectively.*

E. © Employment
WOMEN WHO WORK ARE MORE PRO-FEMINIST

‘ Percent - '
Employment : Numbgt of Total FEMINISM SCORE
Full time 12 9.8 75
Part time 29 23,8 70
None 81‘ ‘ 66.4 65

122 : 100.0 . Range = 10

Only one-third of the women in the sample are employed outside the

oo ' home, and only 10% work full time. Support for‘femiﬁist‘positions

* Not ﬁore‘than one person.could have been included in both samples.
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increases with employment: as a group, women who are not employed are
ieaét feminist, women who work part-time are more feminist, and women
who work full time are most feminist.

Half of the women with PhDs and 39% of those with ﬁAs are employed,
compared to 34% of the women with BAs of with some college and only 21%
of those with high school education. Despite these differences, within

each educational category feminism is higher among those who are employed,

F, Employment and Preschool Children

NON-WORKING WOMEN WITHOUT PRESCHOOL CHILDREN ARE LESS FEMINIST

Full time Part-time Not employed

Number of

Preschool Children Feminism|{No. res-|Feminism|No. res- Feminismi{No. res-

Score |pondents| Score |pondents| ‘Score |pondents

None ‘ 78 9 ‘68 22 63 51
{ One, two or three * 2 74 7 71 29

Obviously, under current conditions, women who have pfeschool
children find it‘e;pecially difficul£ to work outside the home, and al-
most one~third of the faqulty wives do have preséhoolers at home. Just
7% of these women are employed, compared to 38% of those whe are child-
less or whose childfen are older.

Among the women with preschoolers, those who work are slightly more
feminist on the éverage.than‘those who do not. But among the women who
are childless or‘wﬁbserchildren‘are ih;school or beyond, those'who work
are mucin more feminist‘théﬁ those who do not. Women without preschoolers

wﬁgwﬁark;full‘time score 78 on the average, compared to 68 for ‘those who

work part-time and only 63 for those who are not employed. It is éppar—

-

g

i
3

ent that women who have greaﬁer opportunity to work, but choosa not to,

are_ least feminist,

* Number too small‘to‘report,scoresg



G. Number of children altogether

WOMEN WITH NO CHILDREN OR ONE CHILD ARE LESS FEMINIST

g:ﬁiiieﬁfﬁﬁgiﬁi Number - o?’;gigi FEMINISM SCORE

None 4 3.6 60
One ‘ 6.3 ) 62
Two 36 32.1 6
Three " 40 25.7 68
Four 13 S 11.6 69
Five 7 6.3 67
Six | 4 3.6 59
Seven 1 0.8 %

12 100.0 Range = 9

All but four women in the sample expect to have some.children by
the time their childbearing is completed; 58% expect to have three or
more. Women in their thirties and forties have the largest families,
with two-thirds expecﬁing thrée or more children., Younger and older
women desire smaller familieé; only oné-quarter of the women now in
their twenties intend to haQe three or more children and only one-
quarﬁer of thé ﬁomen in their sixties had families of this size,

Surprisingly, women who egpect‘between two and seven children are
moré feminist,than thoée gxpecting no children or one child. However,
eight of the elévén women who have no childfen or one child are féund
in the over*forty age group, ﬁhich‘as a whqle is least feminiét. Among
women in ﬁhéirktWéntieS, w?o are most feminist és a group, all but one
woman expects go have aﬁ least fwo children, and she sfated she‘ﬁ;uld

..have mor~ if she were able to do so,

* Number too small to report score.
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because they are conscious of the difficulties they face in trying to

combine their family responsibilities with a career or with other out-

side activities than are women with no children or only one, or it may

be that they hold more positive attitudes toward fully dereloping all

of women's potentialities.

H. Job Satisfaction

EMPLOYED WOMEN WHO ARE LOOKING FOR A BETTER JOB ARE MORE FEMINIST

Would you like

| Does present job make full use of training?

Yes No
bett job? /
a better job ‘Feminism | No. Res- Feminism | No, Res-
~ Score | pondents Score pondents
Yes 73 4 75 10
No 72 20 62 6

Sixty percent of the 40 women working outside the home feel that

their jobs make full use of their education, training and talents, but

40% feel they do not. Working women who would like a better joblif they

could find one are more feminist. than those who would not, and the small

‘group of six women whose jobs do not make full use of their skills yet

are not looking for ‘a better job are the least feminist. Presumably

the latter group, small as it is, has either settled for or resigned

itself to less than fulfilling employment and is therefore less con-

cernéd on the average about difficulties that women withlhigher

expectations face.

In sum, women who are more directly confronted with the dilemma of

 working and raising children simultaneously, women who are younger, and

womén:who are themselVes high1y educated or come from fawilies with
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highly educated parents, hold more favorable attitudes toward academic

women and institutional reform,
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III. PROBLEHS CONFRONTING FACULTY WIVES AT DAVIS

Are wives of Davis faculty members satisfied with the opPortunities
for employment, education, and other outside activities that the yniv-
ersity community provides? Their responses indicate that they are appér—
ently satisfied with the range o. recreational, social and volunteer
group activities available for intereéteﬁ women in Davis, buf find
vpportunities for émployment and,‘to a lesser extent, for continued

education, severely limited.

A. VWhy are more women not wcrking?

We have noted that, of the 124 women who responded to the gurvey,
81, or two—thifds, are not now in paid employment. Is this because
they simpldeo not want to work? Not  at all. A surprising Zgz'of those
who are not now working responded affirmatively when they were asked,
"Are there any conditionélunder which you would consider working? (Check
all thét apply.)"

Fifty women cheékéd the simplest category of all: "If T yas offered
an inferesting jobﬁ! Forty-nine said they wbﬁld like to worKk part time.
Many others would work if the job fully utilized their qualifications,
if it paid well, or if childcare or.Household help were available,
Several others Qould work if their children were older, if tbey’felt a

real financial need, or if they did not have to commute (over ope-third

~of the wbrking women commute’ to Woodland,AWinters, or Sacramelto), Given

their great willingness‘to‘work,‘why-aren't‘more‘of these WOﬂeh doing so?
Whén the women were aSked what‘they‘péréeive’to be the greatest

obstacles that faculty wives face in finding satisfying emplDYment in or

near Dav1s; only 15 women out of 124 sald there are no obStaGles. Ww’J

over half mentioned that there are simply not eﬁough jobz in. the aﬁea,
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especially interesting or well paying jobs. One;third mentioned the
lack of child care centers and the lack of househcld help. (Recall
that almost one~third of the women have preschool children.) One-
quarter cifed discrimination against women in general or faculty wives
in particular, and a few pointed to the difficulty of receiving certain
kinds of professional training or retraining in Davis and the existence
of so many highly'qualified and trained people in the area.

Faculty wives who are already working also face difficulties in
finding satisfying employment. As we have seen, 40% of those whe are
currently workiﬁg either full or part time do not feel that their jobs
make full use of their education, training or talents! Many who are
ﬁorking in their chosen field would like to upgrade their ﬁobs. Others,
trained in teaching, social work, humanities or the creative arts (the
most popular college majorsvaﬁong the group) find themselves. in low-
level clerical jobs. Eight of ghe 19 employed women with Bachelors
degrees are in clerical or sales positions along with two of the nine
employed women with Masters degrees. They face a discouraging future.

Many women realize ﬁhat they are unlikely to find good jobs in
the area. "i bélieve that most women married to faculty members have
accéptgd that they cannot find a suitable jbb," wfites cne woman. -
"Although I feel that the younger college'gena@ation of men and wmen
should haVe‘aHpreference in obtaining more education, I think it is a
great waste of vefy often highly‘inimiligent‘women that faculty wives
cannot very often find a étimulafing job or obtain further education.”

Another woman poilnts out that opporfunities for educated women

‘vary with the health of the economy: '"Many of the faculty wives whom

I know do work or are continuing their educations; however, in this

aréa,'probabiy few will find interesting and fulfilling employment.
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Altogether . this 'recession' nationwide means employment problems for
all, especially educated women."

Thus, women who want to werk face two related problems. First,
they must compete vigorously for the few ihtefesting and well-paying
jobs open to them in or mear Davis. Second, those with children are
discouraged by the shertage of part-time jobs and of household assist-

ance @b lowscost, high-qualiry childcare centers.

B. Why are more women not in school?

For some faculty wives, continuing their education is an alterna-
tive to seeking empldyment‘at the present time. Half of the sample‘of
wives have enrolled in regular or extension classes at Davis or other
colleges nearby at some time in the past, but only 17 women (14%) are
curfently enrolled, and of these, only six aré working‘toward a degree.
Are they simply not interested?

One-quarter of the respondents did cite iack of interest as one of
their "greatest obstacles" to returning to school. And one-third of
the sample pereeiyed no obstacles.‘ Amongkthose who did, however, lack
‘of childcare facilitieé, lack of household help, the cost of tuitionm,
the difficulty of finding suitable employment after graduatiom, and the
difficuity of ‘competing with younger students are each méntioned by at
leaét‘lDZ‘of ail respondeﬁts. Smaller numbers mentibned other problems,
such as the lack of encourageménf‘fromifamily or frienﬂs, discrimination
against older apﬁiiéants‘and wives of faculfy members, poor grades in
the past, and lack ofhcredit fof past\qurSeS.‘

Thus among those who are intefested in continuing their education,

many perceive a number of barriers to be overcome, It is no wonder that



so many faculty wives believe that .age should not be a criterion in
the admission of graduate students to the university, especially be-

cause over nine-tenths of the reugecsii.:.ts are over thirty,

C. Are the activities awvailable to Faculty wives in Davis worthwhile?

The vast majority of women i the sample agreed that, "in general,"
the activities available for wives of faculty members in Davis are worth-
while. Only 11 women —-- 12% of ﬁhﬁé&fﬁho responded to the question --
di&égr&edg. #Apparently, then, tmegainighly‘educated women find plenty
of activities in which to become ‘involwed, despite the lack of opportun—
ities for employment, and, to a lesser extent,rfor continuing education.

What do the wemen do? An asyiounding 59 separate organized groups
were méntijoned by the 92ﬂwomén whe reported on their own current
éctivities, ranging‘from art and literéture and language "groups through
school and church organizations to community political groups. In
addition, maﬁy women reported regular sports, entertaining, and other
recreational activities. #s om2 woman commented, "There are literally
bundmeds of activities of evesy %kind and description here in Davis."
Another obéerVed, "It seems tmmme there are plenty of different things
to do. It's just a matter of "Finding your own thing.'"

One does get theuimpresﬁMMm,\hOWevef, that many women invest their
energy in the many "self-improwement" and volunteer grbups'because they
are denied paid jbb opporéunities. Cértaianly, the community benefits
greatly from this talented pool of free Llibor. One woman writes:

"iside from opportunities for prqfessionalkemployment in_avfield of

your éhoice, opportunities for a rich and busy life are avaiiable.v if‘

the volunteer services Qf this community were eliminated (mainly married
w0meﬁ) it wquia be as much a loss as if we iost key professional people.

Volunteer work is not rewarding fihéncialiy or in status -~ but if you
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don't need that, 0.K."

Some women even find that much of the volunteer work is more inter-
esting than most evailable jobs would be, but that does not mean they
would eot value prestigious and ﬁell—paying regular employment. ''Since
I don't have to work at this point, I am more selective. I would rather
do challenging volunteer work than accept most jobs available to women
in Davis. Local politics and community activities can be very satisfy-
ing ... but recognition and money are nice, too."

However, other women strongly deny' the importance‘of working for
money or prestige. One respondent, perhaps speakieg for many, criticized
what she perceived to be the underlying assumptions of the questionnaire:
"that an education is training for a job, that working for pay is a basic
motivation of individuals, ana that our culture has a built~iﬁ discrimina-
tien against women. ... If wives view their role as maintaining and pre-
serving and broadening the culture along with the duties of citizenship,
then the demands on their time and talents and knowledge are enormous,
opportunity is unbounded, satisfaetion unlimited, and discrimination by
sex nonexistent."

“Those wives who express contentment with their position are per-
haps the "silent majdrity” of women in Davis. Yet one wonders how women
whose educations have prepared them to make a real contribution in the
public sphere reconcile themselves'to the underutilization of their
talents. TOne respondent suggests that underlying many expressions of
satisfaction is considerable frﬁstratibn andmdisappeintment.

It seems to me that being a faculty wife at Davis is, for the

most part, a good situation, and I have met many women, the ones

we don't hear from, who are content enough with thelr lot. How-

ever, in talking with many wives it is evident. that there is a
great deal of frustration and unexpressed, perhaps unrealized,



disappointment in their lives, as though something is being
missed but they are not sure what. A young wife can be proud

to be the wife of Dr. So and So and the mother of those dear

So and So children; but the children grow up and do not need her
very much at a surprisingly early age; her husband is involved
with his work; and she is apt to feel herself an appendage no
longer needed. It may also be galling after a while to be intro-
duced as the wife of Dr. So and So as though she had no identity
of her own, And like other women she has to face the bitter
fact of being suddenly olu.. than the students her husband teaches,
full of energy and even intelligence but with no place to put it.
I think that this accounts for much of the neurotic behavior that
is evident (and heaven knows how much of this is concealed) and
may contribute to breakup of families that might not ordinarily
fall apart.

Some women putter around with Art Center courses or even Extension
courses, but their attitude is too often one of trying to fill in

the empty hours rather tham following a deep commitment of sorts.

Too many organizations for women impress me as another way of fil-
ling the hours, and although the purpose of these organizations is
often lofty and even satisfying, perhaps it's not enough any more.
Women want more meaning in their lives..

D. What changes are needed?

At the end of the questionnaire, respondents were asked ''What

changes, if any, do you think are needed to improve the situation of fac~

‘ulty wives at Davis?" Twenty-five women insisted that no changes are

needed, or that if.women are discontented, it is their persénal problem
and '"the change,.ifAneeded, would be primarily iﬁ the personality of the
individual." Six others thought they would be a lot bettér off if the
"faculty wife'" label were dropped entirely, and if WomeantOppéd trying
to live vicariously through their husﬁands: "I objéct to being,cétered
to or categorized according to my husband's‘pésition or my sex," and

"I do not enjoy activities solely for faculty wives such as Farm Circle."

Other suggestions were:

"Allow wives to take classes as auditors if extra space is avail-

. \,7__ 9

able or for credit at a reduced cost or reduced load" (14 respondents)

"More part—time jobs," and "More jobs in general" (7 respondents)



‘and. support university reform more than their husbands, but when
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"Decent and low cost childcare faciiities in Davis from 8 to 5
for everyone" (7 respondents)

"Repeal the anti-nepotism law!" (6 respondents)

"More culturally oriented, service-oriented activities within the
faculty wives group" (4 respondents)

"A closer and more meanineful relationship with the University"
(comnmittee membership, use of facilities, etc.) (3 respondents)

"Greater opportunity for older women to work toward new careers
regardless of family situation' (1 respondent)

"Improve wages!" "Fair‘opportunity for women!" (1 respondent)

(One woman-asked.for the impossiblef "a different Guv, and less
politics from the departmental level on up within the University. Then,
perhaps, the faculty men could relax and be better husbands.")

It is interesting to note that‘although man& respondents checked
numerou; obstacles to finding a job or attending school earlier in the
questionnaire, they failed to mention theee items when asked what changes
would improve the situation of faculty wives in Davis. For example, 6lv
women checke& that there are "not enough jobs" or "not enogg@:interesting
or well paying jobs" in Davis, yet only seven mentioned the need for
more jobs'in the open-ended question. Thirty-nine women checked "lack
of child care facilities” as one of the-greatest obstacles facing faculty
wives in finding satisfyipg‘empleyment, yet only seven mentioned this
need. Thirty-six women checked'"}éck of household help" as an obstacle,
yet none sﬁggested thisjneed; Twenty-three agreed that discrimination
ageinst hifing faculty‘wives was an obstacle, yet only one mentioﬁed'the
need for impreved wages and "fair opportunity for womep." ,_‘ 5

Apparently the fecuity wives do perceive eexibus obstacles to their

employment‘and further education, but do not tramslate their perceptions”

into demands for change. They value the professional competence of women /
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. prOPOSipg cﬁanges in tﬁeir own éituation, if‘fﬁey méke any{af all;‘they
récommeﬁd moré bf-the same -~— ﬁore c%ésses, more cultural&and service
acfiviﬁiés,‘a clbsér‘rélationship'with tﬁe univefsity. |

'Pefhaps‘tﬁgykfocus.on these activities because they seem more
amenable to changé“tﬁan-is'thé,Supply of jobs, fbfkexample: .Ygt it is
vaiOuS that facglty‘givés have:seriousjﬁpobiems‘steﬁmihg from thé under~
supply of émployment‘bpportunities, household help, and chila éare.
Furthermdre, it is obvious that their talents are underutilized, and
- thé university and qoﬁmunity do not properiy recognize their coﬁtri—
butions. - Women trainedlfor‘professional wotk find themselvev’dxaating 
théir lébors‘and being thankfﬁl thét théy‘at‘least have voluntary
sérvice‘work‘to Sustain their infeilectual anc r-fessional interests!

; What_can the‘uniﬁersity do? As an educatbf!and employer —éyéctual
.or'potential,-;lof thousénds of Davis women, amdng them many wiﬁes of

its own faculty members, the‘uniVérsityymight ééknowledgé its obligations

‘to‘wdmgn‘WHO‘are‘geographically;restrictéd'bybtheir‘husband'éfemployment,‘

‘and who are thus in relatively poor bargaining positions. We recommend
‘hatktheSuniVersity commit itself tqvtheifollowing'prbgram{

~In education:

i. Permit part time edﬁcéti§ﬁ and leaves of‘absence‘for all stu-
denté%withoﬁt peﬁélty; eliminate agg‘réstrigtions in‘édﬁiSSiqas pqliciés.
(The newaivision of Ex;énded Learhing‘?fogram f6r degré¢ céndiaates ié ‘

‘é'stép in thévrigﬁt difécfiqﬁ; but onlykif £und§ aferméde‘évailébie_fqr
‘hiﬁiﬁg‘édaitiona17f5¢u1ty;5k  o | |

1  2. Red#cé ﬁhe”§osf Qf‘tuition;‘elimimafe diétfiﬁinépipp‘on ;he’
bésié_of age¥éﬁd‘mari£alvstatus’frbm feilowéHiPs;énd,6therfdrmé af B
 fi§éngial support.‘ |

3. Providé“pay,as‘you can. childcare facilitiés‘for,éll stﬁdénts;‘
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‘@¥.‘ ‘ 4, Sponsor educational brograms of Special’relevance to,women,

_includingfa program of womenfs,studies, by creating a new‘department'or

k.coordinating courses in existing departments;xprovide university fFac—

h ilities where women in the;cOmmmnity”can join with women students,
faculty members and staff tofdevelop their interests and pursue solutions

'to ‘their problems: |

In employment:

1. Look to the Davis community fixzsi in filling university posi-
tions at all levels of staff and faculty; advertlse all such positions
publlcly in campus and c1ty‘newspapers. so that all quallfled women
have an opportunlty to_apply.-

2, _Eliminate existing restrictions againsththe employment of
husbands.and‘wives~(or.other close relatives)‘in the samekdepartment, S0

A ‘ kthat women who are trained in. the same field as their husbands can hold
positions for which they are qualified |

‘3. Hire Women at: the levels of employment for wh1ch they are
truly‘qualifled not Just at‘the lowest levels, pay women emplOyees at
a rate commensurate Wlth therr“responsiblllties glve preference to ‘women
‘1n hlrnng and promotlon for admlnis*ratlve posltlons and faculty app01nt;
‘ments untll the ‘proportion of‘women employed reflects the1r proportlon‘
in the labor marketAfor‘theserpos1tlons.

.- Permit employees in. all staff and faculty pos1t10ns to hold
bart—time pos1tions without penalty to fringe benefits lellglbllity for
oromotion,‘,t increase the number of p081tions for which two half~

“time workers could be employed rather than one full time worker.

.VS;' Eliminate the prejudicing assumptions that faculty wives wjll

.not stay on the JOb long because their husbands are moblle that they
really do not need the job, and that they do not n°ed to be pa1d as.

»;'much as'a. man.
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6. Provide pay as ou can childcare facilities for all employees. . '

A 3
;
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WOmen married to faculty members at Davis oppose discrimination
against academlc women, yet few actively oppose discrimination against
faculty wives ~- despite the1r acknowledgement when asked that obstacles
do exist to the full'realization of their talents. - As we have seen,
among the two-thirds of the sample of‘l24‘women“who are not now working,
70% agree that they would like to work under certain conditions, the

¢ most frequently citeddbeing "If I was offered an interesting job"! What
is‘more, among the oneéthird who 0 work either full or part-time, only
60% feel that their JObS make full use of the1r educatlon training or
talents.“ |

Faculty wives form a captive group of skilled and @& hergetic workers
’in DaV1s. As a group th ey are highly vulnerable to exploitation by the
univerSity and by the communlty at large, aoth of whom receive the
benefit of their labor free or below its real value. If the women

‘could find 1nterest1ngujobs preferably part time,‘and if they could
“share’ tne respons1b111ties of housekeeping and child care,‘many women
now actively involved in community affairs of various‘sorts would no
d0ubt sw1tch to paid employment bome‘reSpondents say that they do
not care for "fame oxr money and that they are happy to perform the oo
essential services they‘perrorm without publlc recognition.; However,
‘so long as. women married to faculty members have no ch01ce but to |
-“forego these rewards because they are denied the1r full place in the h
\ public Sphere and are denied the esteem that comes from making a w1dely
‘ recognized and fJnancially rewarded contribution :they are denied the‘ﬁiy

opportunity for an 1ndependent 1dentity and must continue to live as;3

~ one respondent put it largely as "the wife of Dr So'and‘So and the"‘




" a,
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mother of those dear So and So children."
The primary reSponsibility,df the uniVersity'in this regard:is to
reStructureiits educational éﬁd‘employméht practices iﬁ3recognition of

the rizht of married women to equal‘éaucation and employment, and to

" establish day care centers in recognition of the right of women with

children to equal educatién and employment. Women who are wives and

ﬁothers are unfairly disadvantaged in pursuing non—familial‘goals. Men

who are huskands and fathers experience few such disadvantages.

T
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INTRODUCTION

Collection of Data

'vrIniJuue,f1970, the Campus Personnel Office was requested to pro-

vide a census of nonﬁacademic staff employees at UCD by Jposition, title,

- series, number, and sex. Informatlon concerning salary ranges and JOb

descriptions was obtained from the UCD Personnel Manual and the Pollcy

and Procedures Manual, In addition, a questionnaire was distributed to

-a sample of staff employees. The exact 1ntent of the questionnaire and

itq interest specifically in women was not revealed in order to pre—‘
vent sexual bias in the replies. Respondents who wished to contrlbutE‘
additional 1nrormation were asked to comment - on the questionnaires or
to contact Task Force members in person. Many respondents did comment
and/or call .and several were ' 1nterv1ewed Some comments from these,.

employees are included in this report

General Findings

The data demonstrate that women do not fare as well as ‘men ir‘theﬁ

University.‘ ﬂomen emp10yees are’ heav11y concentrated in low paylng

‘clerical positions. Even out31de of ‘the clerlcal trea w0men predom—

o M‘*

inantly occupy low paying JOb categorles‘ the superv1sory, hlgher' al-

aried pos1t1ons are almost exclus1vely fllled by men | In general a

woman needs’ cons1derauiy more education and more special skills than a

'man in order to earn a salary eHual to that of the ‘man.,

VI-1-
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- I, Male and Female Salaries Within Educatlon BracKats

Among Non—Academiv‘Staff

"In the‘spting‘of'l§70;‘ebeut 900lquestiohﬁaires werevdistributed
to tﬁree select groups of staff‘eﬁﬁloyees at‘ﬁC Davis .* A rangom sample
(every tenth 1nd1V1dual) of about 350 employees was selected fme ‘the
membershxp list of the UnlverSLty Staff Assembly ~In additiOn, quest-
ionnaites were sent to the'approximately 350 academic non-seéhgte em-
ployees on the mailing list of thelAcademic@Staff~Organization. Finally,
a questiehﬁaife was sentsto ene "represeetative”:(AdmihistratiVe Assist-
‘ant or Secretary)tef‘eaeh of the 200 academic and non4aeademic‘depart—
ments on campus;‘the list of ”representatives"‘Was obtained‘from the
,‘Personnel bepertﬁent; ahd‘was‘used'to‘enSure that at;least oﬁ; person

in every~department,was"contacted; A follow-up reminder was mailed out

3
{

© when the‘ihitial feturns“began to‘dwindle;sin en effort;tOlinérease the
number of‘responses., Altogether, 338 questlonnalres were returned 102

”from academlc staff (to be dlscussed elsewhele) and 236 from non~30edemic

‘sraff

*’See Apbeﬁdixf3L
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,fr‘ Amongrthe non- academic staff sampled more *han half &54/) of - the

males "and. only one-tenth of the females earn more than $9OO a month.

_Salary Brackets of Non—Academic Staff“

Respondents to the Questionnaire

70 ~ 70
| ®
60 | : e -1 60
P t -
ercen )
50 I~ - 50
of
Total - Lo — -1 40
Males,
- — 30
Total 30 ) i ‘
‘ y
Females 20 - 20
‘10 ~{ 10
0 - | 0
<7 7= 9 Q4

Monthly Salary in Hundreds

In’ contrast nearly two-thlrds (63/) of the females earn leSs than $7OO
per month whereas only one—fourth of the males are in the low income

jbrackets.‘ How can_these differences‘be‘accounted“for?




g“; . More male respondents (80.4%) than female respondents (72.2%) have

been émployed for more than three years.

' Lengths «f Service of

Non-Acadenic Staff Respondents

80 | d - 80
70 |~ -1 70
Percent 60 I —1 60
o of 50 | -1 50
Total e
Males, 40 ] 40
Total o
e U ~| 30
- Females S
" 20 |~ - 20
P 10 T “ 10
L A
pupe ﬂ'w*wn-m..uk._.‘.v.”,...y..oy IRCERSR, I ’ ! O
if | 3 >3 .

" “Years of ‘Service
This difference in length of service’maY‘be‘a'cohtributing factor, but

* can hardly acc0uht~fqr,thé‘351ary differentials”&égéfibed above and below.

. ", . . : . i

, ~



. Approximately 207% of the males and females have Bachelor's degrees.

Education Levels of'Male‘and Female

Non-Academic Staff Respondents

| e : d
‘Education : i
: ‘ # % 2 B
High school | 139 | 77.2 31 | 55.4
Bachelor's 37 | 20.6 12 | 21.4
Master's + 4| 2.2 13 | 23.2
‘Totals 180 {100.0 56 | 100.0

However, there afe’propdrtidnately_mbre,females with High School educa-
tions (77% females comparéd to 55%'males),‘énd more males with‘Master‘s
degrees. 1In order to‘détermiﬁe whether the differences inkeducation
could ‘account for thé ovetall méle and female sélary differences, an

[ analysis was done within each educational‘grdup.‘




Males earn more than females within each education bracket.

Salary Distribution of Male and Female Staff

Wlthln Educatlon Brackets and by Length of Service

Monthly| Years of ngh‘School‘ Bachelor's Master's, Ph.D
Saéary: Service | ¢ g - g g o
' <3 8 1 3 1 0 0
500 >3 0 0 0 0
10.8%%| 3.2% 8.1%|  8.3% - -
<3 18 3 14 0 1 0
500-700] >3 52 9 10 0
50.4% | 38.7% | 64.9% - 25.0% -
<3 2 0 3 2 0 0
{700-9001 >3 41 7 3 2 1 1
| 30.9% | 22.6% | 16.2% | 33.3% | 25.0% | 7.7%
<3 0 0 0 2 1 2
900+ | >3 11 11 4 o1 |10
| 7.9% | 35.5% 10.8% | 58.3% | 50.0% | 92.3%
139 | 31 | 37 12 4ol 1
Totals (100.0%) | (100.0%) |(100.0%){ ( 99.9%)| (100.0%) | (100.0%)

*Percents indicate the fraction of a given sex in each salary bracket for
that educatlonal class.

The salary differentials become more prononnced‘with increasing levels‘

of edneation

Among thOSe with a ngh School education, 36/ of the men earn more

than $9OO a month while only 8/ of the women are S0 fortunate

. Consid-

'ering only those employees who have worked for more than three years,

 .the picture remalns essentially the same

in the~upper income level'

Only 424 of the males w1th a ngh School ‘

g dlploma, compared to. 61/ of the females, make 1ess than $7OO

41/ males and lO/ females are

VIi-6
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Salary Distributions of Non-Academic Men and Women

2
=3 - With High School Diplomas
40 o o — 40
30 -1 30
Percent .
Totals
: 10. | -1 10
0 SR " 2 G

4.5 5.5 6.5 7.5 8.5 9.5 10+

Monthly Salary in Hundreds
The proportion of women declines preéipifously below theA$6OO—
700 salary range, and among the questionnairevrespondents womeﬁ are
essentiélly non-existent among non-academic staff in the $1000+ monthly

income brackets.

g Seventy-three percent of the women respondents with Bachelor's

degrees have monthly incomes below $700, yet only 8% of fhée”men respond=~

ents receive such low pay (see preceding table). In fact, . 58% of males

with Bachelor's degrees éérn more than $900 per month, and neérly hal £
of these have been employed for less than 3 years! In contfaét, only
ll%fofithé WOmen‘éreﬂin the‘higher‘bayihg categbry,‘and they have all

‘'been employed for more  than 3 years.




Salary Distributions of NoanCademic‘Men and Women
| | With Bachelor's Degrees

50 - a0

V‘Percent' 4 |- \ ’ ) R o ~ 40
of 30
v =l 30
Total o 3
Males, 20 = 20
Total
SR 10 -1 10
Females '
0 0

~4.5'5.,5 6.5 7.5 8.5 9.5 10+
Monthly Salary in Hundreds

With graduate degrees, SOA of the females (2/4) earn less than $900

whlle 92% of. the males (lO/ll) earn more. than $900 The numbers are .

small, yet the pattern seems clear. There‘1s a marked tendency for
higher salaried positions to be filled by men.

In examlning the data, it.is important to remember that the‘quest? -
lonnaires represent‘a relatlvely smali sample of staff employees
V:Furthe-more;‘cert in bimses have- besn i;trodtced by th ‘sampllngfpro:“
‘cedure. For example the use of the llst of. "representatlves ! uhlle
providing a method for reachlng every department on: campus undoubtedlyffitﬂ
‘:resulted in’a somewhat different d1stribution of female respondents than‘?vgl
would have been obtained from a completely random sample. The figures
on pages 3 and 4’and the table on page 5 probably do ‘not accurately re-’
flect the distributlons of all non—academic males and females On the
other hand the salary d1str1bution of males and females with1n educa—jf_yi‘
’:ktion brackets (table on page 6 ) should not be significantly affected:d‘

‘ by the samyling procedure eXcept for the usual hazards assoc1ated with

'”:,sampling small numbers.u




II. The Distribution of Males and Femules
in Non-Academic Job Series

The Campus Persou..el Officer provided a list of the non-academic
staff job titles (and numbers) which are currently in use on the Davis
campus, with the numbers of men and women employed in each title, The
list was compiled in June, 1970, The salary range for each job classi-
fication was obtained from the Policy and‘Procedure Manual, and the
jobs were grouped into series according to that manual.

With this information, mean salaries for men and women in each
series were calculated. The actual salaries of individual employees
were not‘provided; conSequently, the makimum salary given for each job
classifiZation was chosen‘for the computations{ The ‘reader should note
that this method results in somewhat’inflated average salaries, since
it is‘unlikely that most employees arelin fact at the top of the pay
scale for their job clagsification. Inherent in thiS‘approach'also is
the assumptlon that males and females are treated equally within each
lJOb class1f1cat10n. If~there are tendencies for females to.be clustered
‘at the‘lOWer’end of a glven salary range, and males clustered at the
hlgher end (or vice versa), ve: would not see that w1th thlS data The
differences’we do see in comparing averagehmale and femaleasalaries‘for
various job series reflect differenceslinfdistribution of the‘sexes in.

. the job'classifications;within thOse,series.‘

!
i

In the follow1ng table the ser1es are llSted in: order of decreas—'

.ing" av;rage salaries (based on the hlghest salarv in the series, male orr'

‘f‘female) down to an average salary of $600 per month (the series below
; ;?ti k . ’
‘this level will be diSCLSSed subsequently) v For ease of reference, the

‘ffqeries have been grouped according to $100 monthly pay 1ncrements (based

NTu;on highest salary~in the integrated series) belowbthe $lOOO per month

VI
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Distribution of Males and Females in Non-Academic Job Series,

With Average Salaries by Sex

*% Kok
d Ave. | 9 Ave, Percent®

r > o‘
Group TiFle Series # |# # e Salary| Salary |Difference

Student Health

9152-9187 | 18 31 2236 2147 4o
T Services .
Architecture and 6902-6969 | 10 ol 1369 _
Design
Business 7476-7580 | 44| 9| 1281 | 1278 0.2
- Management - : .
Medical_Subsid— : .
iary & Public | 9203-9314 8| 2. 1233 | 1213 1.7
Health
Food Management | 5412-5453 | 2| 3| 1210 | 864 n8.7 -
Construction | 7001-7004 | 14| o] ‘1195 | -
Inspection 1. ‘

Administrative &

Budget Analysis | /24077264 | 10| 8) 1097 | 1030 | 6.1
| Personnel 7629-7664 | 15| 5| 1095 927 15.3
4 Financial | 7604-7619 | 8| 2| 1088 | 1048
Purchasing =~ = | 7772-7775 | 10 1| 1034 |- 950 8.1
Actuarial & o
Statistical 7211-7233 | 27| 26| 1009 858 1 15.0
Social Services |9342-9483 | 32| 22| 996 | 976 2.0
S IX Public Informa-‘f o ’ | N ~
‘ ‘tion & 7672-7705 | 7| 11| 984 | 812 .|. . 17.5
- Publications - o oo 1 4 ‘ L
Laberatory‘é-_ | o ‘ . iy _ ‘, f
General. & - T R970.891¢ ' ’ R ‘ i , : :
Moon. & Const. | 527078315 3| o 82 | - R
'Crafts ‘ Tl . ’ l g 3 ffﬁ i
Extension = = 5452 ~6493 | 's| 7| 978 | 690, | . 29.5
i | Museum - | 9811~ og71 | 4| 3| 954 .. 853 | - 10.6
S e a A SRR SISO -
o T Television & 6203 6243 | 16| 2| 884 | 950 |, -7.0
Photographv B e e Y E T
Engineeringw - ‘7101-7184hi*76;,i 1l 912;‘j~~644“ 2904

”_f,"Percent difference is calculated by dividing the diffelence berween the
‘*]ﬂtwo average salaries by the}ﬂgher salary, times lOO s '

‘ rfi!##fMonthly salaries

Series in which the average femai ‘laryfis greétér,thénfthéﬂavé;agg;
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Distribution of Males and Females in Non-Academic Job Series,

With Average Salaries by Sex (continued)

_ , . L o Ave. | ¢ Ave, Percent*
Group Title Series # | # | # ¢ Salary | Salary | Difference
Protective 5200-5326 | 66| 3| 897 884 1.5
111 Services ‘
Maintenance 8114-8153 | 252 | o | 888 -
Nursing 9093-9126 0 56 - 866
Stationary 8231-8248 | 33| 0| 864 -
Equipment . : . .
Rk Administrative |oa0) ga9 0 41 40 | g36 854 L2.1
Assistant .
Arts & Music 6101-6193 | 4| 8| 826 733 11.3
Mech. Equipment 8436-8797 | 133 1 812 584 28.1
Hosp. Misc. 8904-9305 | 6| 24 | 784 | 653 16.7
v | |
Machine Operator . |4772-4813 { 23| 24 | 764 611 20.0
Laboratory 19601-9623 1 957 | 576 | 759 678 10.7
*k%%%| Theatrical Pro- k ,
duction & 6273-6344 | 9| 4 | 671 749 ~10.4
Auditorium ‘
- Management ‘
Cultivation 4111-4152 | 158 | 10 | 732 | 553 24,5
|Storekeeping 5050-5054 | 31| 4 | 724 | 676 6.6
v |Fiscar |4609-4622 5| 24| 682 | 568 16.7
#kkkk| Services-General | 9501-9532 |221| 4 | 658 | 676 2.7
Steno & 5002-5009 | 0| 209 | - 614
Secretarial : E
Pormitory & 7381-7425 | 32| 32 | 610 | 582 4.6
Housing . _ . R ; :
Food Preparation ‘| 5521-5684 | 8 .22 {602 | 515 1 14.5
Custodial 5103-5184 | 195 | 88 | 602 505 16.1

the two average salaries by thehighersalary, ‘times 100.

© % "Percent difference" is calculated by dividing the d1fference betwren

There ‘are 37 series in which the aVerage salary is $6OO or more.

lMen and w0men are included in 30 of these series while in five Lhere o

H‘ﬂ‘!are males only and in two there are females only'f‘\k”“




In 26 of the 30 integrated job series, the average male salary is

higher than the averagebfemale salary. In other words, in 87% of the

non-academic job series at Davis (excluding for the moment the 4 lowest

paying series), the men tend to be employed in higher job classifications’

v .
and“the women tend to be employed in lower job classifications.

In nearly half (13/30) of the series, the average male saliry is

15% to 30% greater than the average female salary.

Job Series in- Which Males Earn LSA 30%

More Than Females

mee - 4ol el e

Extension . 57| 29.5
‘Engineering 761 1|  29.4

Foo& Management ' 2] 3 28.7

Mech. Equipment 133 1 28.1
Cultivation ] 158] 10|  24.5

Machine Operator 23| 24 20.0

oLt ntomasior |7 s
HOSpital Miso. ' 6 24 16.7

‘Fiscal , 5| 24 -16.7
Custodial - | 195| 88| 16.1

Personnel R 15 5{ 15.3

o ACE‘QZEZQ?E 27 260 150
‘# : ;f"" Food Preparation fk" 8| 22 ?,f:l4.5

k‘“Peréent‘diffﬂrenoe is oalculatéd bj‘d1V1d—
~ing the difference. between ‘the tw> average
‘ salaries by thehlghersalary, t1mes 100.

The signifiﬂance cf the salary comparisons in two of the: Series is

“‘”questionable, s1nﬂe there are- many men and only one woman emploved In

VI-12

Gy the remaining series, hOWever, there are sufficient numbers of men and fft*f"‘
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women to maké meaningful comparisons; there are more women than men in
seven of the series and more men than women in the remaining four. In
only one of the four series in which the average female salary is greater
bthan the average male salary {Theatrical Production and Auditoriﬁm
Management), is the‘female salary as much an 10% greater than the male
salary (series iﬁdicated with an asterisk in table on pages 10 aud 71).

The ratio of males to females decreases in proportion vith decreas-

ing salary levels.

- Distribution of Sexes According

to Salary Levels

: b Monthly | Ratio
: (/ Group*| . Salary| # o| # 2! stog

I | $1000+ | 166| 59 |2.8:1
II | 900-999| 176 46 |3.8:1
; ' 111 800-899| 492 | 110 |4 5:1
IV | 700-799|1184 | 642 [ 1.8:1

V | 600-699| 461 379 |1.2:1

% See text at bottom of page 9
‘ :,for explanation of Groups.
Not only de meh\hold'the‘higher job classifications within each series,
but tﬁey‘hold,more‘of the jobs in the better paying series, There are

three to four times more men than women in higher paying 'series, while

there are nearly equal numbers of men and women in the series having

- averagé monthly salaries of $600-700.




one sex.
Sex-Typed Job Seriles
: y " Average
Title Seri = # Male
Men Women S
Salary
Architecture © 6902-6969 10 0 $1369
Construction 7001-7004 . 14 -0 -~ 21195
Mechanical and 8270-8315 36 0 982
Construction .
Maintenance 8114-8153 252 0" 888
Stationary Equip. = 8231-8248 33 864
: Average
Total . - | Weighted
Men 345 Salary* §$ 922
4 . 4 Average
Title Series : o -Female |-
Women Men %
Salary
Nursing 90939126 56 0 . $ 866
Steno,and ‘ : - S :
Secretarial 5002-5909 209 0 614 ‘
v Average
Total Weighted.
Women. 265 Salary* - § 667

As indicated previously, there are seven ssries which employ only

* Computed by multiplying ‘the number of individuals at each
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salary times that salary, f1nd1ng the total

and dividing by
the total number of 1nd1V1duais ‘ .

'Exeept for tradition; there 1s no obvious reason whylthe other sex should

~be excluded from'theSe series. Certainly in Stenography and. Maintenance,

' th*

there are large numbers of employees and mlnimal education re-

raméntss the sex—tyning cannot be attributed to the availability of

'3‘only one sex in the work force

. . LA
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4 ‘ Furthermore, the average weighted salary of the ail-male series is

38% higher than the average weighted salary of the all-female series,

even though the minimum education requirements are frequently lower in’
the male Series. For example, the largest female series, Stenography
and Secretarial (5002-5009), requires at least a high school education
for every job classification. The average monthly salary is $614. In
the'largest male series (Maintenance, 8114-8153), on the other hand,
khalf or'the job‘classifications reouire only an eighth grade education
‘and half require high school, The average salary is $888.

Looking'at a professional fieid every Job cla551f1cation in the
Nursing series (female) requires at legst two years of education ond-
high school (to obtain an R.N.). The average salary is $866. None of
the job classifications in the Construction (male) series require educa-
tion beyond highkSChool.‘ The average salary is $1195! In the Mechani-
cal and Construction (male) series, four job classifications\require at.
least two years of college; the rest require no more than high school.
The average salzry isﬁ$982:

The high‘average pay of males in‘construction and‘reiated areas.
reflects, of course, the success of the male dominated unions in attain—
ing hiéh salary scales ratherwthan 2 particular bias on the part of the

'Uniyersityf. The issue tien is: ‘Canjand will theyuniversityftake action"‘:
toﬁovercome-the‘sek discrimination imposed'upon it by the unionS?

Four—year.nursing:programs are more’common‘than the two~year proé

dgrams. Several job classifications in- the Nursing aeries require both _
r an ‘A, B. and an R. N.; or five years of school beyond high school ALL |

“yof the job classifications in the Architecture series require four years

;}_of college._ Yet the architects make $503 more per month or. $6036 more per

o ,fyear than the nurses.“‘1'\:
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To reiterate, jobs typically filled by women have higher requi;eé
ments and lower salaries than those filled by men.

In an employment category with large numbers of men and women, and

in which no sexual bias would‘be'txpectedl the average male salary is

- more than 107% greater than the average female salary. This series in-

cludes laboratory technicians, lab assistants, lab helpers, and scanners.

" Average'Salary in ‘the Labotatory Job Series, By Sex

, . J Ave, | ¢ Ave, Percent
Title Serles B4 o) #e Salary| Salary| Difference
‘Laboratory| 9601-9623 | 957{ 576 $759 | $678 12.0

The numbers of ﬁales and females employed in each lab technician' and

lab assistant job classification are shown in the following figure,

{ B Promotional Chain-Laboratory

180 - - | | - 180
160 [~ - l“ o | 1160
140 |- {140
120 |- 120
D‘ o ' .
o 100 =g 100 -
: : L T OF
80 |- e 80
60 - .V 60
) ‘,“ M
SN | .
40 Ty 40
A
120 |- i 20
0 0

I II III IV g I 11 ‘I‘_vf
Lab Tech Step : 5'  , IW Lab Asst Step

1

Note' Lab Tech III 1s ‘a speciallzed classiflcatlon, promotlon in L
Luel ,‘most cases goes I-II-1V, : : e N ‘ ,
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There is little difference between male and female ratios in
the lower paying laburatory assistant series at steps I, II, and III,
but only malas reach the step IV level. Similarly, in the‘lab technician
series, the ratio of males to females at the IV level isféreater than
six to one, =hile at steps I and II it is less than two to one. On the
basis of the sample described earlier, there is little reason to suspect
that length of amploymént could account for}these difference=. .Once
again, a pattern emerges'in which females are clustered in the lower
R paying jobs within a series, while the males successfully attain the top
steps.

In what has traditionally been a .woman's field, food preparation,

males earn more than females at both management and manual levels.

Male and Female Salaries

in Food Management and Preparation

. - . ' d Ave. | ¢ Aﬁe. Percent
Title ‘Seiies # #o | ® Salary | Salary | Difference
Food | sa1z-sas3| 2| 3| s1210| §s64| 28.6
Management e ‘ o P : 3
Food 1553956841 8| 22| 602| 515 14.5
‘ Preparatlon v : S | ; LT -

vFurtheraara,-the salary differentials are large (15- 29/) It seems that
ﬂin thajuﬁiversity env1ronment females seldom can compete successfully
Qitﬁ ﬁalaé;'aQen'inbiialds whare the majgrity of the avallable wark
force‘isafamale.’ | e

- The pattefn of fémale~dominanCe'in thé'lbwer-l¢0els and male dom—

inance in the higher levels is illustrated by an examlnatlon of several

promotional chains (qee figures on the following page)
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Promotional Chain-Editor Series
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,Wlth a total of 9 editors in the Public Information and Bublications
‘series f7672 7705), six (all fema1e) are at steps T and- II while three

.(all male) are at steps III and IV ‘ Examlnatlon of the cashier promo—

‘tional chain in the Fiscal series (4609 4622) yields simllar results
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The principle of equal pay for equal work does nct prevail.

fo it

Unequal Pay for t£qual Work

Minimum Average

Title o e Requirements Salary

Custodian | 157 0| Grammar School| $457

Maid 1 0| 88| Eighth Grade 415

The average salary for women (wmaids) doing custodial work is 10% less
than the average salary for men (custodians) doing similar work.

Furthermore, the entry level requirements for women (maids) is

higher than that-for men (custodians). Women must complete eighth grade,

while men need only complete gr#mmar school (which may be sixth, seventh,
or eighth grade, depending on the school system). In order to obtain jobs

similar to those held by men, women must be better qualified and be wil-

ling to work for less!
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III. The Lowest Paying Job Series

Distribution of Males and Females in the Lowest Paying Non-Academic

Job Series, With Average Salaries by Sex

H
X . . g Ave.| ¢ Ave. Percent
Group A %ltle Series #| # o | # ¢ Salary| Salary | Difference
Library 6732-6784| 45| 579| $579 | $592 -2.2 :
1 : ,
VI General & Typing | 4671-4724| 248 1395| 526 569 7.6
.Physical Ed. 6552-6594 | 194 94 462 483 -4
Miscellaneous 4921-4962 | 292 | 139| 424 417 1.7

The above table is a coﬁtinuation of tue table on pages 10 and 11,
¢iowing the four lowest paying job series (salaries less than $600).
This group‘has been separated from the others because it‘deserves special
attention. You will remember that men predominated in all of the
higher paying groups.

Onlzgin the lowest paying group of job series are there more women

than men. Women, in fact, outnumber men more than two to one. Interest-

"~ ingly, the'average female,selary in three out of four of these series is

higher than the average male salary, although never by more than 7.6%

The minimum'qualifications required for jobs in‘these series fre-

quently exceed those for (male domlnated) hlghergpgylng JObS For ex- -

ample, in the lerary serles, the iob cla331f1catlons used on thlS cam-

‘pus are those of Library A531stant 1 through Iv. (6762 6761 6760, 6759)

These jobs requlre at 1east a hlgh school education (plus two to f1ve
years library experlemae) amd indiv1duals Wlth college degrees are pre-

ferred. Constructiomn Inspecto s (700l 7004) have similar minimum re-

quirements (high school olus.experience) and’ are‘paid twice as much.
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Some job classifications require eight more years of education than

others at similar salary levels. The following table compares tlw educa-

'two years of ‘college. - She earns a starting salary;of $457 per month.

tion required in four jmh classifications when applicants have had no

previous experience.

Education Requirements
(in the absence of previous- experience)

and Salaries for Four Job Classifications

Title # o | # 2| Minimum Requirements | Salary
Custodian* 157 0] Grammar School $457
Maid 0 88 Eighth Grade 415
:Clerk Typist I 0| 49| H.S. Grad + 405

Typing Skills

Library Assist-

ant I 5 ’98 2 yeate College 457

J

: L, : . .
* The Custodian job classification has recently been opened
to women.

To obtain a job as Custodian, an individual with no previous experience

is required to have six years of grammar school education. He earns a

starting safary of $457 per month. To obtain a job as Library Assist-

ant I, an individual with no previous experience is required to have

This illustrates the general observation that female—typed jobs

tend-te pay‘less‘than‘maleétyped‘jbbs. A sex—typed JOb cla331f1cat10n

‘ is one Whlch is predominantly or exclu31vely fllled by one sex, surh as

'Archltect (male)aor Secretary (female) L1brary A33131ant Iis a ;

female—typed job because 98 of 103 employees in that ciassif icat;ovl are

. female.~ Those 98 females, along w1th the f1ve males, suffer from rhe i

’?exceptlonally low safary of that JOb cla331c1cat10n., Slmllarly, any

'7”ffemale Custodlans (three have bee1 h1red as of 1972) benef1t along thh*;tgk
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the males from the relatively high salary of that classification.

Women more than men suffer adversely from the sex-typing of job

classifications and its attendant salary differentials. Many reasons can

be hypothesized and rationalizations suggested for the high salaries
accorded to male—typed jobs (sueh as Arenitect, Construction Worker,
Maintenance Man; Custodian; Business Manager): working conditions are
less pleasant, work is aséeciated with powerful labor unions, physical
labor is required, men are more aggressive, men are heads of house-
h>1lds and need higher salaries, to name a few. Similarly; reasons and
rationalizations can be produced to account for the high requirements
and low wages associated with female~-typed jobs (sudhias Secretary,
Nurse;‘Typist} Library Assistant): women are less‘aggressive,‘women
have not jeined powerful unions (they are often excluded by them),
there is an abundance of unemployed well—enueated women, wdmen.form’the
"surplus labor p-ol” which operates on a different aet'of standards
than the "basic labor pool" of men, women are SunpOrted by their hus-

bands and don't need to work, women are not career oriented.

Regardless of the facters contributing te its evolution, the‘present‘

system unfair 1y dlSClelnateS against women, Whilekir is easy to pass
{the;blame, and much‘more difficult to reverse‘trends nhich result from
ia,combrnarion:of many‘forcea,within SOcrery; an insritutibn thch‘
;perpetuatea‘Sex—typing cf job’ciasaificatiensvanq‘sex—related:salary
‘differentials is practieing'sex discrimination.‘ The’data ciearly

show that. women on the average earn 1eas than 31m11arly quallfled men
that woﬁen are concentrated 1n 1cwer paylng JOb cla331f1cat10n3"annl e'x,e‘ V_-bjk

in 1ower ranks in 1nteg*ated JOb el 351f1cat10ns;, For every woman o

Lwho is worklng only to ‘earn a second car or a famlly sw1mming pool andf ff””

:”to whom the‘lOWer Salaries may not be of serrovs‘consequence, there 1s

{AFullToxt Provided by Exic |8
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at least one other woman who 'is responsible for‘the primary‘suppbrc of
her family and whose standard of living is directly affected by these
practices (it is subsequently shown that nearly 50% of the non-academic

staff women support their families),
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IV. Grievance Procedures -

Sex-typedﬁjob‘classifications and hiring patterns which concentrate
females in low-paying job series reflect primarily institutionalized
discrimination. What about individual discrimination?

Good grievance procedures rovide important protection to the em-

ployee against personal; individual discrimination by the employee's
: supervisor, ' In order to be a useful protective device, it is important
that the‘employees have confidence in the'procedures and thefpeople_who
administer them. If‘an employee fears that airing a grievance will
‘result in a deterioration_of‘working conditions, punitiv: actions, or

" job termination, the employee will often prefer to suffer silently with

the grieyance. He or she may even be reluctant to ask for advice on

the subject.

It is'difficult to measure the frequency of personal, individual

. discrimination. However, comments obtained on‘the duestionnaires sug~

gest that employeeS'generally do not have confidence in the existing
‘ grievance procedures and that they may be w1lllng to accept what they
believe to be discriminatory practices rather than risk thelr secur1ty
’kof~employment For example in the events descrlbed below; the woman ob— kw
, viously feels that she has been unfa1rly d1scr1m1nated agalnst yet she .

is w1lling to accept a demotlon and loss of status rather than to appeal

or to terminate employment

I wa told my JOb classiflcation had been rewrltten and
a male (milltary background) was more qualified to fill it.
- (I had 15 years: experience in- thlS partlcuiar department and
had: developed ‘the entire computer system which- they are Stlll
“using.) I offered to, take a competetiVe test as I felt I was
| more ! quallfied for this job as far as: ability and" experience
was’ concerned My request was not granted Personnel sa1d ‘
they could do” nothing for me.: CSEA tried to pursuade me to
~ demand’ a’ hearing, ‘but- I did not feei .this would improve
working relationships., I requested a leave of absence to find
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another comparable job (rather than take a demotion from Sr.
Administrative Assistant in status and pay) and I was forced
to accept a rating of Secretary in order to get the Leave of
Absence granted. I had to take a $3,000 cut to get other
University employment.

My experience with these men was discriminatory from be-
ginning to end. I was assigned a tremendous work load when
other (military background) administrative men wasted high
University wages because they had little to do. (I had over
200 hrs. overtime credit for which.I received no thanks or no
credit when I left.) Among other things, I was forced to give
up a private office to a male with the same level rating as I
had, who had one year University experiénce.. I was badgered
and belittled; it appeared these men felt threatened by ‘a
woman .working in- "their" area and by devious. methods they
tried to remove -this threat. - :

Nearly half of the non-academic women emplqyees at Davis are res-

ponsible for the primary support of‘their,families, as determined by

the survey. This factor, combined with the lack of'alternatives in-
Davis, the expense and iutinvenience of commuting to Sacramento, and
the generally tight job market, undoubtedly all help.tovcreate an un-

willingness among staff emplofees to risX security of employment.

Women are Frequently Responsible

for Primary Support Qf?their Fanilies;

d Primary Suppprt?y,Méﬁib WOmeﬁ“d
e || @
No o 6| 100 |
T ‘ | % Respon- ‘
| | ‘sible for 1o ]
2 Primary : g 90-04 46,54
Support :

Staff emplOYeeé”are hesitant torair'their‘grieVances.h Agaiﬁf‘this‘

pconclusion is drawn frOm general attitu.es perceived and cannot be
‘statistically documented | The phenomenon can be illustrated by somef .
‘of the comments received in the survey, which are summarized on. the

'following page.



Personnel and was asked if her supervisor knew she wasn't on the job.

1. ‘Applicant for UCD employment was never informed of the Tresults

© of her dnterview,

2. Applicant for UCD employment was never referred to interviews,
although others she knew with same QUaiifications (male) were.

3. Applicant for UCR employment received erroneous job description
from Personnel Office. N

4, Applioant for UCD empioyment‘mentiohed a,previous‘back injury‘
and interviewer tore up her application;

5. Employee attempted to discuss an employment problem with

‘Quotes from”three'different‘WOmenyemployeeS:‘
6. "...from the way I was treated (by‘Personnel) I wouldn't en-
courage any employee tobget further education."

7. "I have never felt that Personnel Was‘really unbiased in handling

complaihts'froh non;academio‘personnel. In some ihstanees, Iygggg_the
hgdepartment knew about an airing‘from Persohnel in‘their department before:
the individual eVenhgot baok‘to.her:department. We aon't feel we have
: ;anyone wépeah,just-talhkto‘ahdhfeei oohfident‘it won't get'baek to the’

‘departmeht‘and‘createffurther'problems,v'k

8., VI«perSOhallyfhaye7had‘a,veryygood employment experiehee during

the past 7 years. ‘Howeyer, Ifmust‘besone‘of the‘Very few in' as much as

I seldom hedr anythlng good about Personmel

The ex1st1ng 5rievance procedures do ‘not appear to prov1de ade—

quate protectlon to the employee nor do’ they prov}de a sen81t1Ve,"'

_mechanism for the employer (Un1vers1ty of Callfornla) to safeguard
,eagalnst 1nd1v1dual injuatlces. The LacL Pf confldence 1nd1cated by

: ",‘employees‘ toward.the‘ presvent proe(:giu,res, in combination With the
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-limited opportunities for employment in the Davis area, serve to

perpetuate Féther than to remove problems of discrimination.‘ With
régara to sex discfimination? tﬁe problem is fﬁfther complicatéd by

the féct‘that nearly half of the‘nonwécademic staff‘ﬁomeﬁ are res-
ponsiblé'fbr the pfimary support of their families. &hiS‘grdup of
women\Would presumably be mbst'career oriented, most concerned about .
obpoftunities for édvancemené, and least ﬁilling to risk their security
of gmplbyment, part;cularly if they lack the mbbility to move to

another area. Thqse who are not‘respoﬁsiblekfof the ﬁrimary support

of their families are in a better position tovrisk security of empidy—
ment, but may often be”iess éoncefned about longifaﬁge oppértunitiés for

advancement.,
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. SUMMARY

e

LT

Tﬁe data easily euppefts the conclusion that an employment hias
against women does exist in non-academic staff positions at UC bavis.
The following specific concerns are noted:
1. anen of ' the non—academic staff, on the whole, earn less than
men having similar backgrounds.
2. A'woman at UC Davié‘tends to need more education and more ex—k.
'/ perience to earn as much as a man.
3. Women~empléyeesnof‘UC Davis'laek promotional opportunities;
Propdrtionately fewer wdmen than men reach the nnper brackets within
their"job classificatibns. Length of employment‘and tnrnover ratea
do not‘account‘for the absence of‘women in managerial positions.

4. Within each job series containing both men and women, women tead

o,

to be concentrated in the lower paying job'elassifications.

5. There are many more jdb Classifieations’that are sexetyped
(e#clu51veiy one sex) than can be JuStlfled by phy81cal requ1rement
FurthermOre, those p031tions sex~typed for women tend to pay less than

positions sex—typed,for men,
| t6. There are nearly eqnal numbers of male and female non—academic
staff employees., HOWever, 59/ of the women earn less than $600 per
B month whlle only 334 of the men: do.‘hMen‘earn mqretthanwwomen within
‘each educatlon.braeket, ; h‘kh""‘.~t o |
7.‘;The€prineinle nf,eéual nayffer equal‘nerk noes‘not alnayS‘
e‘prevall’when comparing pnsitlons aex-typed for men w1th those sex—typed
,for women and having 31milar duties.tiIn thesehconnarlspns‘ the positlons

i-- : ;,held by women pay‘less, ‘ ‘ , -"‘.‘f‘ ‘t ’fkl o R A “@

A FulToxt Provided by ERIC
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The Davisicommunity is geographically~i50lated and is centered
largely around its maJor employer, the University. As a consequence, ucC
Davis has an unuSually well educated labor supply conS1st1ng prlmarily
of the spouses of faculty, staff and students; Since it is the pre-
vailing social custom‘that family decisions be centered around the hus-

band s occupatlonal and educational goals the‘unemployed spouse is -

wmost frequently the wife. As the 1nst1tution which is largely res-

pOnsible for the unusual labor market situation,'and as the Only major
local'employer,‘it‘may be argued that the University has a moral obliga-
tion to make‘reasonable employment opportunities<available, As it is

now, women are channeled largely into cler1cal and other low paying

jobs, with little hope of s1gn1f1cant opportunity for advancement.

Duegprimarily‘to the limited employment market in the local area,
women who‘achieve‘employment‘at UC Davis are grateful to have a job.
They‘frequently fail to consider‘the status of their employment‘and
salary with respect toﬁtheiryqualifications andtmay not recognize dis-
crimination-when‘it:happens. Those‘who‘do recognize itboften accept

the 51tuation rather than rlsk loss of the1r jobs or the creation of an

Vuntenable relationship Wlth their employers. Undoubtedly, it makes

‘good short-term economic sense for the Un1vers1ty to take advantage of

the local labor situation. However the moral and ethical 1mplications‘

-of exploitation,»as Well as - the long-range social costs resulting from

'the misuse of human resources, must both be considered

» Women employees of U. C Dav1s seldom utillze established grievance

procedures in circumstances involving discrimination. A giievance :

: procedure which discourages its owu use is worse than no procedure at

all.f It 1s of paramount 1mportan’e to the process ‘of eliminating

1disnrlmination based on - sex. at U C Dav1s that a fair and sen51t1vei‘ ‘f_ : ‘
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irocedufeibé eétablishéd.; Such. a system should strive to be"
ébjeqtiVe‘gndfﬁé eiiminate all péssibilitiesfof employer

1d/§r haraésmént. lThe grievén¢¢ procedure:shouid Belwidely

ad to'émployees,‘and employees shouLd be freé go'disCuss the
Ln.coﬁfideﬁce with,represéntatiﬁes of -their own choice.>.I;
récommendéd that che grieVance ﬁéchanism,iaeﬁtify:énIindividé;) :
ip”oﬁiiﬁdiﬁiduéls'tghact as counsqlors for thé Staff emplofees,
rve the;fﬁnctionrof‘dmbudsman to: a) ﬁear compléints in a | -
)nfide@ce b):Aa§i§e the'émployéé c):Assist the employee in
1e prOBleﬁ‘iﬁfOfmal1y whenéver ﬁoséiblé d) Refer the ébployée"”
:age_éfoﬁpé or déﬁartments‘to assist‘in'prdceséing-a grievance,

:e désirable.j
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i | | STATUS OF WOMEN AMONG
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w“ o | | INTRODUCTION

Definition

Academic non-senate employees are hired by the University to engage
in research, teaching, extension work, and other duties which are re-
lated to the University's instruction and research functions. Job
classifications in the following series are included in the academi.c
non-senate ranks:

Acting Assistant Professor
Agriculturalist
Agronomist;‘n
Curator
Home Economist
Instruc#ion Supervisor
Lecturer ‘ " ‘
‘Senior Lecturer v
Librarian T -
Professional Research
Specialist
g Supervisor of Physical Education
% Supervisor of Teacher Education
University Extension Specialist

Although they have academic stétus, these employees are not elig-

ible for membership in the Academic Senate mor for the rights and
- privileges associated with saidimembership,w They‘are“representéd by
. the Academic Staff Organizétidn'(ASO).l‘l,

‘Minimum qualificétions;forlsevefal1ﬁ6b‘classifications‘in these
series specify‘fhefdééirability‘of one ‘or more gfaduété degrees.
Critefia foerrgmotibﬁ:ofténiparallelithq$¢‘usedwar,promotion~and‘ad—j
vancgment‘in the prqfeséoﬁial series,'éﬁ#h aS‘profeSsiOnal éompetence,

professional activities, research, creative work, university service,

v
i

“and public service. - - ol e s

| 1Colleétion‘of Data o

  Information‘concerhing'ﬂumbers énd“diStribution"of the fon-senate
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academic employees was obtained from the membership list of the Aca-
‘ ‘ .

demic‘Staff Organization.

Additional data concerning position, education, length of employ—
ment, ‘and personal status of these employees was derived from a survey
of all 350’members of the Academic Statr vrganization in the spring
of 1971. This questionnaire has been described preyiOusly (page VI-2;
.Appendix 3) .There was a.'37% return from academic non-senate employees;
responses were obtained from 38% of the females and'27%‘of the males.

A separatefquestionnaire was mailed to Lecturers in the fall
quarter of 1971”(Anpendix'4 ). This instrument was sent to 47 full-
‘time Lecturers (67—100%)‘and 60 part-time Lecturers (5-67%) -identified
by;the:ASO membershin_list drawn from,the Qctober 1971 paerll.' An
additional‘ZQ'duestionnaires were sent to 20 full-time Lecturers nct in-

g cluded on theVabove'list. ReSpcnses were obtained from 62 of the 127
individuals, a 48% return. The‘reSpcndents,‘42 male and 20 femaie,
represent a wide variety of departments in the University. ’

Additional‘informatiOn,about the Lecturer series'was‘derived from
dthe facuitY‘attitude‘surveyd(Section III,Appendix i ) cqnducted.in
‘spring.l97i and from thedsearch cf‘the;academic personnelgfiles (Section 111}
'done:im summer‘i97l;: N |
Finali,, examlnations of the Research Suec1a11st ind L1brar1an
series Were obta1nediin Anrll 1972 from records avallable in the Aca—

‘idemic Staff Organizatlon and from the March 1972 Addendum to. the Unlversity

f“Library Affirmative Actlon Program wa | | |
| : Survey results have generally been assumed tc be repreSentatlve of

: the entire pulation ‘although the occasional hazards of such inter—l .

;pretatjon are recognized, especially where the sample size is small
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General Findings
jIﬁ thé University‘ﬁierarchy? the status bf non—senafe acadeﬁic
’personnel is‘interﬁédiaﬁe 5etween that of Academic Senate membars and
of non-academic staff, Tinterestingly, the proportion of women in the
academic non-senate ranks is simiiarly intermediaﬁe between the pro-
P - portions of WOmen‘Souhd among the ladder faculty aﬁd fhe non-academic

staff, nl - -

The distribution of academic non-senate women follows the general

patternsjdéscribed previously. . They tend to be concentrated in the

v

lower job classifications within series, to earn less on the average

than similarly qualified men, and to have less supervisory responsibility
thén men;; Women tend to be ekciudédkfrom some. job cléésifiéations and
. to be éoncentratea'in dthers,“ |
{l | . More than half éf the ndn4senate academigéwomen‘arelresponsibletr
~fofkthe primary support of their fémilies. The frequéncy QithJWhich
women shoulder such responsibilities runs‘counter‘td/;he familiar
argumentsbthat:megn are nof "égribus‘émplbyees" ana QQ nbt néed tét
”eafnuas muCh‘ésfmen'(all‘of'whom ére aséuméd to‘bé career employées;éha  ‘

. 'lheéds offfémilieS);

‘ E MC{ |

PAruitext provided by eric [N




1. Profile“ofhthe7NQn—Senate‘Academic Staff

WOmen hOld about onejg;arter of the academlc non~senate QpSlthnS j

P at UCD This does not‘”cf‘conrse, reflect the proportlon of wonen iﬁ
(the local populatlon hut may approx1mate the avallablllty of quallfled
‘Awomen in the comblned H,A /B. S., M. A /M. S., and Ph D. work force.
" gome academic non-senate employees have Ph D 's and others hold just
‘Bachelorjs degrees the maJorlty ha"e a Master of Arts or Mastér of
Science.‘my

Certain‘Work”areas‘Appear to be sexfgyped The tendency to ex clude

- women ‘is partlcularly pronOJnced in the agrlcultural experlment statlon,
where‘there are;36 ‘men and 2‘women, and in agricultural,extension,

; withe7lyﬁenhaﬂdd4 chenr ‘

Whlle‘

: Womethend‘toxpredominate‘in‘the lower ranks in those job series in

which both sexes are employed,

‘Women Predominate;in the-Lower'Ranhsn‘:g

‘in' the Professional Research. Series*"

: *dInformation‘from the;Academic Staff Organization.

i 9 o
Title ‘ - :
' Number | Percent | Number | .Percent
| Assistant Researcn oo |9 | 10000 |15 65.3.
:‘Associate Research b o 2 8.7
Medical A351stant Researcher; 20 8.7
h Vet Med Ass1stant Researcherh 3 h13.01n
Medical Researcher , 1 '4,3
Totals | 9 | 100.0° | 23 100.0
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For example, in the Research series, all of the women are employed at

s

v the A~»' tant Researcher level; yet more than‘one¥third of the men

5 classifications.

Men Predomlnate in the Higher Ranks

'1n the qDec1allst Ser1es*

t ? d
Title - ; — : —
Number |. Percent |Number | Percent
Assistant Specialist 1 11.0 | 6 10.7
| Associate Specialist 6 66.8 | 23 41.0
Specialist 12 22,2 | 27 | 483
Totals | 9 | 100.0 | 56 | 100.0
S o N

L% Infofmation‘from the'Academic‘Staff Organiaation;'

Similarly, in the Speclalist ser1es in which academic appointeeS'are en-

Doeain,

kgaged in research in well deflned and spec1f1c areas and do not have .
teaching respons1b111ties, there are 56 ‘men and 9 women.' Forty eight
; ‘ | ‘percent of the male Specialists have been promoted to the top rank
whereas only 227% of the female Speciallsts haVe reached that level
The average male salary is $108 00 greater per month than the average .
‘ female salary (when salaries‘are compnted as descr1bed prev1ously, on

‘k‘the basis of the highest possible salary for each JOb classificatlon)

Women with Bachelor degrees earn less than s1milarly qualifled men, :

as determinedfby the‘staff questionnaire.
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VIl

P 'Percen;agés for Sex by,Salary‘Classes

‘Monthly | ~%. | %
Salary | Males | Females

600-699 | 0.0 | 17.9
700-799 | 1.4 7.1
1800-899 I 2.8 | 28.6
900-999  ‘11.3L 25.0

1000+ | 84.5 | 214 | % -

Totals | 100.0 | 100.0

PerCen;éges for Séx‘by}Sélary;by Educatidn'by Years'Employéd'

U | Monthly salary> . | <900 k 900 |
‘ thly satary> a1 B RSt

‘ L e G 1 —JTotals"

‘Educationt = Years of Employ> S3  {1>3}_- 323y

¢ | 0.0 0.0} 0.0 |100.0f 100.0

“ 0 B.A. or B.S. o . IR T
R % | 9.0]66.7] 0.0 | 33.3) 100.0 ).

¢ | 2.9 5.7 5.7 | 85.7 100.0 |

“‘-M.Af’or;ﬁ.s. — N P ——
: R ¢ 140.9.118.2) 4.5 36.4] '100.0 |

o | 0.0 0.0]26.0 | 76.0] 100.0°

Ph.D. ottt
S 9.7 0.0 0.0{33.3 | 66.7} 100.0°

A1l Males | rea| 2.8]11.3 | s4.s] 100.0°

All Females o |32.1{21.4) 7.1 | 39.3] 99.9
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.Although the numbers are small, the contrast is marked. The eleven
men With Bachelor‘degrees were all employed over three years and all earn
more than $lOOO per month, the three ‘women in this same. category were all

employed over three years and all earn less than $lOOO per month

‘ Wlth a Master S deg1ee women earn cons1derably less than s1milarly

qualifled‘men Seventy seven percent of the males w1th Master s degrees

earn MORE than $12 000 per year whlle 824 of the females w1th Master s
degrees earn LESS than $12 OOO per year In fact 237, of women w1th
MA degrees includ1ng one who has been employed for more than three
years, earn less than $84OO annually. None of the respondents with
‘Bachelors degrees'earn.such low salaries,,nor dobanyyof'the:male
«‘respondents w1th Master s/degrees Looking only at 1ndiv1duals w1th at
‘ least 3 years of service, 87 l/ of the males and only 35.3% of ‘the femalesj‘
are in the income bracket of $1000 or: more per month

A compar1son‘of employees‘hav1ng.Ph D. 's‘appears to‘follon a s1m— ,
‘ 1lar pattern (33/ Women and 12/ men. earn less than $lOOO per month)

~but the numbers are so small thar the d1fference is 1ns1gnif1cant

Supervisory pos1t1ons in which five Or more: employees are super—“

‘vised are filled predominantly by men

Supervisorwarofile*'

# Employees SR
Supervised Number-‘dPercent ‘Number | Percent
B T B A B VSV (TR BNPTI
1-2 S15 | 468 1 39 | 4705

3-4 | 6 18.8 | 13 | 15.8

5-8 0 | 0 b3k g
LN IR R R 9.8
‘ 1 - e ~
Totals 32 - 100.0 | 82 100.0

"% Information from the staff survey, spring 1971.
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Tbe proportionkof‘females among Supervisors having~responsibilitvffor
one to four persons is approxlmately equal to the overall proportlon of

women among academlc‘non—Senate employees. Yet none of the female

'respondents superv1se five or more. people while 13 5% of the male

respondents have such respon51b111 y.. ‘A greater proportlon of women
(344) than men (23/) have no superv1sory duties at all

‘Two-thlrds (20/31) of academlc non-senate females are respon51ble

for the prlmary support of their famllles, as ascertained by. the staff
survey;v These flgures strongly eounter the famlllar argument that women
do not require as,mucn remuneratlon for their services as men, and the
frequently—madenassumption that women are less‘serfous career employees

than. men.
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2. Lihrarian Series

The largest group of women a~ademic non-senate employees, 397, is

found. in the Librarian series, The proportion'of‘momen inothis area is

not surprlsing, S1nce librarianship is generally cons1dered to be a |
"woman's field." Because she is well—represented here -and‘because
this traditionally has been "her"'field,‘the academic woman should do-
particularly well in the L1brary Does she?

" There are no women in top adm1nistrat1ve positions in the ‘Library,

'Librarians*

S A |
Title . — — —
‘ Number | Percent |Number | Percent
"‘Administrative 0 0;0‘ 5 2207
Librarian V. | 1 | 39| 2 | 91
| Librarian 1v 8 | 308 | 10 | 455
Librarian ITT {5 | 19.2 | 1 | 4.5
|utbrartan 1T | 10 | 385 | 4 | 182 |
|tbravtan | 2 | 76 | 0o | 0.0
'il‘ota]‘,.‘s | 26 | 1000 :"'22 | 10000

ok From the March l972 ‘addendum. to the L1brary
Affirmative Actlon Program. .
In Splte of the fact that more than half of the L1brar1ans are female,
all flVe top adminlstrative pos1tlons are fllled by men

More than thlee-fourths (77/) of the male Librarlans, and’ only

: one—third (35/) of the female L1brar1ans, holdgpos1tions of L1brar1an IV
or. higher. There are no males at the Librarian T level but 8% of the
females hold that rank . The familiar pattern of male predominance at

the top and female predominance at the bottom repeats 1tself once agaln




Men hQ;§_5BZ of the intermediate administrative positions in the

—t

i Library.

Administration in the Libraryx

Number

Till
‘ q o |

Branch Administration | 2 |1

Department Heads

(Maln L1brary) 213
Department Heads 111
(Health" Sciences) ,

‘Total s

% See footnote;for'previous table.

Even at this level of adm1nistratlon women are not representedkas Well
"_as would be expectedllf men and women were‘on the average s1milarly |
“qualified andkwere promoted W1th0ut sexual b1as., |
These few stat1st1cs ‘in combination with the data concernlng
‘Bibrarian Assistants presented in the‘previ0us section, clearly demon—
ystrate that the situation in the UCD Library parallels that which has

been found at uc Berkeley and nation—wide.‘ The reader is referred to

3 ;

A Report on the Status of Women Employed -in the L1brary of the University‘

of California, Berkeley, With Recommendations for Aff1rmat1ve Actlon

fprepared by the Library Affirmative‘Action Program for Women Commlttee
‘and released in December 197l Thls report analyzes in detail the .
problems of discrim1nation which exist 1n LJbrarles thloughout the |
country, and thoroughly examines the UC Berkeley L1brary system

In the opinion of this Task Force the recommendations made in
the Berkeley Library report should be accepted in their entirety and

applied'to the UC Davis Libraries.
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3.

The title of Lecturer is. use'
full tirne. . Lec'iﬁuret”s' In..a:'_yg']:'z::'n/'ze-l_sqi
v:’;sion, ad.tnin:l_stret.:i;on, and cerrﬁnl
va:c:atloﬁ benef:[..ts > "and fringe =ben-
'tme.y are‘.for Tthe 1edder (professo

"Ifhe_ ].'_,_e_ct:u__rer_._.t_:l_t'le is srom_et_::l_.l
P'r'oﬁessor....te'_'t"tlee.el'l.' a singlecours
:Ls used for peeple .WhO are engage-
received the:l_r Pu.:D. ".-s',-._ ornever __
.Ia:nb:x_:guity o:E 1:‘r1e pos::_t:l_on makee ":a'
.Leczturers qu:l:i:e compl::_cate:d. _ HOW

As /_ ment:i.-:led /prev.:l_.ou/s _Lj ,' Lsc:-m
tu:s_;'ers/ Was obtaineé[ :Erom t?he Sear
-1%111.(2:!’ is: desc:t::#bed :LI]. Section III;
in C”E:Ee :L'ile*s of the College of Le
".side——'ed to bes representative of t
':-‘the Mring 1evels '-*and prorﬁotioﬁal
,'si-m:ziiil:ar patte:z:ns a.c.ross the campu.

'_t:.he‘ :subsequent discussion of Lect‘

.a,ppiicable to the campus- as a- Who
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3. ' Lecturers

Leed.?fimatily'fcf.pecple'enganed in
avhalso do febearch.part~Lme DT even

such addltlonal dutles as adv151ng; supei%
lmlttee service.c The.prcmOtiOnal cheimc
»ehefite:aregnot es_ciearly_defihed as
iébtielj;serieeiﬁu, .
:tiﬁes ueed to bring in . a wellékhQWn

Lree at a hlgh salary.”.At'cther timeé;it
:ged 1n teaching,ﬂbut who have nct yet
>r_1ntend to_do so.h Sometlmes_the;posizmmn
:ht;t The flex1bllity and consequent
;sah.ahalyelsfof the status of.women

iqwever;,some_general&Conclqeiccsecen?£e;l
.cme of:thelinformatlon concerhlng Lec%'.
>arch of the academic persohnellflles

-IIB. fhe search Was.cohducted only
Letters ehd Science,rthisibeingrcohéh... -
?che Deﬁislcaﬁpus.ln mehﬁ weys.fcﬁcﬁewei;f
ialxﬁatterns.fcr Qomeﬁ eppear to. fciiov |
1pus (SectlothII).ehFor theeevteascns,
acturetsf;qu*endjSeiseﬁtescmed_tcebe'

zhcie.

ERIC -

Aruitoxt provided by Eic: .
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There are proportionately more female Lecturers than there are

women at higher academic levels, Twenty-siX‘percent of the Lecturers

im the College of Letters and Science‘are>female, while only 5% of

tne L and S ladder.facuity.are female (Section III).

‘Lecturers in the Zollege of Letters and Science

Spring, 1971

| wWith |Withoutr | Tofal
‘ D \ ‘ ‘
Ph.D. | Ph P
9 3 19 |23 | 26.1
e |17 48 |65 | 73.9
Total | 21 | 67 |88 {100.0

‘Most of the fema1e Lecturers (82A) do not have Ph D.'s and are: therefore
‘1neligible for higher academ1c p051tlons., Of those w1th Ph D. s _SOme
‘1women may prefer the part t1me status and/or the teachlng empha81S‘

\‘which can be found 1n the Lecturer ser1es while others accept the

Lectureship reluctantly because they lack the geographlc mobrllty needed

to negotiate for a better positlon.» -
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Women Lecturers with Ph.D.'s earn less than similarly”qualified

men Lecturers in the College of L and S,

Salaries of L and S Lecturers With Ph.D.'s

s g
Full Time ‘ — ; — — -
| Equivalent ’Ygars okae?y;ce k ‘. Years of Servlcg‘ - ,

. | Annual Salary |1-2}3-5|6+ |Totall  -% |1-2.13-5|6+ |Total| %
10,600 or less | 3| | 1| 4 {1000 7| 7 41.2
10,601-15, 500 R U 5 1 s | 29.4
15,501 or more I A o3y 51 29.4
Totals | 3| | 1| 4 |100.0] 15| 1} 1| 17 | 100.0

. A1} of ghe feméie Leé;urersyﬁithfﬁh,D;'sf(thére are_onlf faur infour
Surﬁey)VeArn the‘ﬁull‘time ééﬁiﬁalénﬁ.af $10;60Q‘6r less, Yet méré 
o © than half of the m;1e$ wi¢h~?p;D;'é\é;rn“m§¢é than that. Tn fact,
'anArly é‘;hi;d‘éthhg @élés carn theveéuiVéléntof;ﬁofe £han $i5godo‘
“énhually.‘ The‘méjbfity~of Bbth“méleS and;female§siﬁ thi§ ¢ompé;isQﬁ‘ -
have béen;employea for‘1—2 yééfs,  ' | o

;

,-n*"-‘\ o
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o | ~+ Without Ph.D.'s,'male and female Lecturers are more evenly distri-

buted in the various incomeabrackets, although men attain the highest

income levels more readily than - women.

Salaries of L and S Lecturers Without Ph.D.'s

‘Full Time ‘"f”g;”ﬁr . TTG“*%; o
| Equivalent Years o "erv ce : ftYears‘o“ uerv1ce . ‘
Annual Salary |1-2.3-5} 6+ Total % |1-2 135 6+ | Total’y yA
10,600 or less | 10 1| 1| 12| 63.2| 31| 5| | 36 | 75.0
110,601-12,200 | 2| 2| 1 5| 2.3 | 2| 4 6 | 12.5
12,201-15,500 | 1 1 2 {105] 1 1|1 3 6.25
115,501 or more |- | | | [ R R B I 6.25
: Totals | 13 3| 3| 19 |100.0 35:0 10| 3| 48 |100.00

0f those employed for 1 2 years,v88 6A of the males and 77/ of. the‘

A,

'femaleS earn $10 600 or;less Rarely does one f1nd a greater percentage '

.of men. than women in the lowest 1mcome bracket' Yet only males

(6. 254.of them) are found in the topmost 1ncome categorles ($15 000 and
over) It is interestlng to note that a male w1thout a Ph D ‘and l 2
years of service is" among those earnrng more than $15 000 while a

‘ female with a Ph D and more than 6 yearsﬂserv1ce is among those

earning $10,600 or less.

sl
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YoalE




| VIl-16

Femaie Lecturers teach more than male Lecturers.

Teaching Loads of L and S Lecturers*
‘ Sl e | J
- Units Taught - . :
Per Year | Mumber |Peccent | Number |Percent
1230 | 14 | 700 | 21| 500
6—1l# & {200 9 | as
0-5 ar~2, 1100 | 12 | 285
Totalsk‘ .20 | 1000 42 | 100.0
% Results of Survey of Lecturers Fall l97l
As. determined by the Survey of’ Leﬂturers (Appendlx 4 ), almost three-
fourths of. the females and only half the males teach 12 to 30 un1ts
7'per year.‘ Conversely, 29% of the males and only 10% of the females
{if ﬂ‘ \“k teach 5 units or less Most of the men but only one woman in thek

‘ latter«group have’full'time Lecturer app01ntments.‘

'
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In order to examine the teaching loads more accurately, a summary

7was obtained of the l970—7l Contact‘Hour,Report;

Lecturers

in ‘the

Colleges of Agriculture and Letters and Science were 1dent1f1ed by ‘

sex, and the totaltheadcount

full time teachlng equlvalents (FTE s), -

_and contact hours were summarlzed;‘

v rT‘eaching Loads for Lecturers 1n the Colleges of Agrlculture

and Env1ronmental Sclences and Lerters and Science l970 71%
| ‘ ‘ ‘ Contact‘ Contactj i!fg‘
College ;'Headcount ‘ FIE QOntact “Hours Hoursy;
: SRR - Hours: ‘lPer . ‘ Per~
' ‘ ‘ ' Headcount FTE
‘Agriculture,
vl S8 | 11.30 | 154.86 | 2,67 | 13.70°
e 15 745 |- 12700 8L | 16.34
L and S
3 Coes | 4saln | os14.98 | 6.06 11.67 |
9 35 *116;50’?-1 225.52 | 6.44 -

* Information summarized by

Office, from Contact Hour Report

John Ur1barr1 Planning and‘Analysis

! The information 1n the table above verifies that women Lecturers gen~—'

,erally do carry heavier teaching aSS1gnments than men Lecturers In

the College of Agriculture, the females have on the average 3 times as

.many contact hours as males

The difference is less pronounced when

contact hours are averaged on’ the basis of FTE ass1gnments

‘hours per FTE for males and 16 34 hours per FTE for, females

W1th l3 70

It appears
ithat in this College males tend to occupy positions hav1ng lOWer teach—

‘ing components (0 2 FTE per male Lecturer), whlle females tend to

occupy positions with larger teaching responsibilities (0 5 FTE per

1367 |
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‘A

female Lecturer). In the College of Letters and Science, women Lecturers

. have 0.38 more contact hours per person and 2 more contact hours per

FTE :han do the males.

‘ Méle Lecturers achieve security of employmept more readily than do
females. Among‘respondents to the Lecturer surve§; 5 females and 14
males reported length of service of more than 7 ygars. ATwenty percént
(2) of the females and 71% (10) of the males indi&ated_security of
employmenﬁ, - | J |

Males are also more‘likély to be paid on an ll-month rather than a

9-month schedule, Seventy-one percent of the males and 43% of the

females earn‘ll—month salaries. Some people, males ahd females, pre-
fer the 9-month schedule; others prefer ll-month appointments. It was
not ascértained hoﬁ frequently the job status (9—month or'll-month)
reflects the personal preference of the employee.

The ambiguity of the Lecturer title is reflected in the uncertainties

of Lacturers theﬁselVes; both male and female, about the rights and

‘responsibilities that go with their position, A number of Lecturers

(almost one-third) didfnot kriow whether[they were eligible for basic

‘fringe benefits such as merit pay increases, retircment; health insur-

ance, paid vacation, and sick leave,

VIL-18
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Lecturers Are Confused About Their Eligibility for

Fringe Benefits*

(N=62)
. Don't No
Are you.ellglble for...: Yes | No Krow Response

Merit Pay Increases? 51 h 3 4
Retirement? 51 4 7 0
Health Insurance? 58 2 2 0
Paid Vacation? . 30 13 14 5
Sick Leave? 34 10 10 g

* Information from Lecturer survey, fall 1971.

Lecturers, both male and female; expressed concern about their lack .

of status in the University community, In addition to teaching and
research, Lecturers frequently indicated responsibilities such as

supervision of student teachers, graduate students, teaching assistants,

‘and research assistants; undergraduate student advising; service on

departmental and campus—wide committees; and‘administration of Such

'programs as Wor&—Learn, Economic Opportunlty Program Early ChlldhOOd

Education ‘and Agricultural Extension Despite the‘obv1ous‘contri—“
butions of Lecturers to the Un1ver51ty‘program, many‘commented.on;the‘

lack of status and prestige associated with their‘positions,'eSpecially

. as viewed by persons holding ladder appointments or in-the administration.
‘ Slnce prestige and self—esteem are 1mportant components of JOb satis-

_faction it is not surprising that the lack of recognitlon given to

Lecturers is a constant source of frustration.

‘ Lecturers are’also‘concerned about the vague‘definition of‘theirpmwmﬂbg

‘positidns. Many commented on their heavy teaching reSponsibilities

V1Ii-19

;advising responsibilities, low pay, and lack of security. vOf‘particular v
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i concern is the apparent lack of standards or guidelines to determine
what constitutes a reasonable combination of responsibilities.

Another problem of the Lectureship is that it tends to be a dead-

end position. For those who are not quélified to enter the profeésional
series or who do not wish to, there are adequate mechanisms for ad-
vancement within the Lecturer series. However, for those Lecturers

who are qualified ‘and do wish to move up into the ladder series, there
is no regular system of promotion. Nor do the heavy teaching loads
suggested by the tables on pages 16 and 17 as well Qs other responsi-
bilities carried‘by Lecturers permit the research and publication

effort necessary for promotions into ladder positions.

R,

E RIC:- |
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- CONCLUSIONS

Discrimination against women is demonstrated among the academic
non-senate staff. The patterns of discrimination include:

1) The concentration of women at the lowest lewmeis,

:) The absence of women 1: important supervisory-positions,

©3) Lower salaries an& lower job cla551fications for wwomen than
for similarly qualified men,

4) The excluaion of women from certain work areas and their
concentration in others,

5) Higher teaching loads and lower salaries for female Lecturers
thanofor similarly qualified male Lecturers,

6) And the more frequent award of‘security of employment to male

Lecturers than to female Lecturers having similar lengths of

g,

service.

It has also been anown that nearly two-thirds of the‘academicAnon—senate
women’responoentsiare’responaible‘for’the primary aupport of tneir families.

‘From4tHeILecturer survey, a number‘of‘problems vere identified
which are associateo;with the Lecturer position‘and‘which affect both = =
malee andtfemales;'fThese include the lowfstatus of‘Lecturers and«their
exclusioncfrom the rest of the teachinc‘staff (i;e., ladder facultY),
the inadequacy (or unavailabillty) of gu1delines for the determination '
of. reasonable‘workfloads the poor understanding by Lecturerq themselves
regarding their eligibility for various fringe benefits, and the lack of
a regular promotlonal mechanism from Lecturer positions into ladder
positions.‘ The general‘vagueness and - lack of. definition in the -
Locturer series tend to facilitate discriminatory practices and o)

e

‘these problems are. of particular concern to women.

e
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SUMMARY

An examination of the profile of non-senate academic staff by sex
leads to the conclusion :that women are discriminated against in this

area of University employment. Patterns indicative of discrimination,

- such as female predominance in-lower job classifications and absence

of females in important supervisory and administrative positions, are

.evident. The distribution of the sexes in various job series suggests

that women.are both hired at lower positions and promoted more slowly

than are similarly qualified men. It appears to be especially diffi-

.cult for women to attain the topmost rungs of the ladder in any area,

even in those areas where women outnumber men, Women are largely ex-
cluded from certain job categories even though there is no apparent
justifiable reason for their exclusion. It is necessary that specific

Affirmative Action programs be developed to address these problems.
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INTRODUCTION

The charge of the.Task Force on the Status of Women was "to explore

opportunities for employment of women on the Davis campus." To a large

extent, then, the status of femgle undergraduate and :graduate students
is not of concern in this repore.. However; opportunities for women in'
general are directly related to the‘amounts and kinds of education they
obtain, and to the ways in which they come to think of themselves in
relation to society. For these reasons, consideration will be given to
some of the‘attitudes and factors which influence‘undergraduate and
graduate women in the pufsuit of their careers,

The opportunities for part-time embloyment of
undergraduate‘and graduate students are also of concern, aé‘are employ-
ment opportunities for male and female students after graduation.
Houéing availability and part-time enrollment are of particular import-
ance to unmarried individuals (usually female) who have children and

who are totally or primarily‘responsible‘for the support-of their

‘families., These aréas will be briefly examinéd in this section of the

repbrtp
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1. The Choice of Academic Majors by Female Students at UCD

According to the American Association for Higner Education Re—
search Report Number 5, tests given to high school seniors and college
undergraduate and graduate .students indicate that males do best in
math and the natural sclences &ud females do best in the humanities  and
social sciences. These differences in cognitive styles are presumably
an influential’factor in the selection of academin majors by females.
As dEmonétrated in Section IITA, a high percentage of female college
students select majors in the humanities and social science areas.

However, the data on cognitive styles also indicate that the dif-
ferences in composite test~scofes)are slight and that there is a lot
of overlap between male and female skills and abilities. - The data do
not seem sufficient to account: for the pronounced clustering of female
college students into a rather narrow rangé of academic majors. It
is likely that the determination of a course of study is influenced by

other factors which are as important or perhaps more important than the

sex-linked Cognitive styles, if indeed the latter exist.

Maturation patterns are influenced by éarly, often rigid, and quite

__.~consistent sex-role typing as youngsters internalize behavioral expecta-

tions for males and females. Sexerole stereotypes. tend to bé pro—
nnlgated' by. tne 'fanii'ly, neer groups, SchOOl‘S,‘téaCherS ,‘”counselor‘s,
churches,‘and maésvmedia.«‘In‘fact;'nearly all,seéments‘of’ﬁhe emvifon—
'nent serve to‘reinfqrce;the‘sféfeotyped vieﬁ of-épprnpriate,snXéIOle
béhaVior. |

Does- the University;offer.a,diffgrent‘perspective toward sex roles

as. part of its educational process, or doesﬁit‘simply reinforce ithe

steréotypes prevalent in the eXternal environment? Unfortunately, it is

VIII-2
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the conclusion of this Task Force that the University experience gen-
erally serves to confirm rather than challenge the traditional views

of female roles. TFor example;.there are few female faculty members: in

many departments and no female faculty in most departments (Section IIIy.

There are essentially no females in prestlglous administrative posltlons
and few females in high-level pollcy-maklng bodies Such as the Academlc
Senate and the Board of Regents (Section IX). Female Deans and De~
partmentAChairnen are extremely rare (Section Ix); On- the other hand,
nearly all secretaries and many 'assistants'to-somebody' are female.

The paucity of professional women involved in the academic community
exerts a negative influenoe on the female student in a variety of ways.
Learning often occurs via modeling the behavior of a person who is

Seen as succeasful‘and/or powerful. Female students suffer from the
lack in this academic community of successful female professional

"models" with whom they can identify. -When female students attempt

- to model themselves-after successful males, ‘they are frequently confused

by apparent conflicts imposed by sex-role stereotypes.
Furthermore, the patterns observed in a male-dominated institution

lead students to anticipate a different set of rewards/values‘for_female

- professionals than .can be-expected for male professionals. It seems

"natural” that females should be less successful in-their careers

‘'than men.

. Advising, counSeling,‘and’guidance,of female students are almost
entirely proV1ded by male faculty, often with consequent re1nforcement

of sex—role StereOtypes After all dec131ons in the academic communlty

“ranging from’ "Who is going to make the coffee’" o'"Who will be the:

next Vice Chancellor?" are generally made by men, and they ‘tend to

follow the tnaditional patterns.

VIIL-
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The:net result of the sex~role stereotyping and the University hir-

PECE
IS
. J

ing patterns is an acceptance of the status quo By the majority of
males and females, both students and staff. Members of both sexes tend
to have lower expectations for women than for men. It seems proper
to them for women to have supportive roles but not leadership roles.
Most men and women don't stop to question the situation when a woman
makes less than the man working nexc to her, yet she may have more education
and a wider range of responsibilities than he does. The gcneral ac¥
~ceptance of the situation by women is_illustrated by é survey conducted
at UCD by Dr. Marilynn Etzler of the Biochcmistry Department in the
spring of 1972. 1In a survey cf all women employees of the Davis campus,
she found that almost three-fourths of those who responded stated that
they had never knowingly suffered tﬁé'effects of sex discrimination

while at UCD.

7
k3
11
5,

‘The étereotyped attitudes seém to'prevail among the student‘popula;
tion as well, as incicated by a small study of undergraduate femaies
at UCD by Phyllis Jaccbs and Janina Jécobs; They surveyed a’sample
cbmﬁosed of 28 female scniors (Appéndix 5). Fcurteen of the studencs
‘ werc-enroiled in‘Fémininé Majors,cdeficed as majors having predomi—
nantly-female scudehtck(English, Art, and Child Devélopmcct),cand four-
teenxwére-enrollcd iﬂ Masculiﬁe‘Majors; dcfined cs those majors‘having
‘prcdominantlyvmale‘stuaents*(Economics; Physiology, Veterinary Medicine,
- Plant‘Science,cPhyéicé,.and Biochccistry)L;cSevefai items are of‘inter;‘

est in this report.
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ﬁ” Item 60. Check_whiéh of the following professional jobs you
s think most faculty and advisors disapprove of for women.

Profession Percent of .Students Who Anticipate
' Disapproval from Faculty & Advisors

Business executive = 50
EZngineer 46
Veterinarian 32
Architect v 25
Doctor 21
Lawyer 21
College Professor - L 18
Research Scientist B 7

Item 62, Check which of the following professional jobs you think
most men of your age and educational background disapprove of for

women .
Profession Percent of Students Who Anticipate
Disapproval from Male Peers
Engineer . 71 "
.Business Executive 68
Lawyer ; 50
Veterinarian 43
. Doctor ; 32
B Architect o 29
College Professor : 18

Research Scientist 18

Summary of Items 57-62, - Check which of the following professional -
jobs: (You) or you think (Your closest male friend, Your mother,
Your father; Most faculty and advisors, Most women of your age and
educational baékground, Most men of your age and educational back-
ground) disapprove of for women. - ‘

' Group SRR Subject3th0‘Disapprove'or Anticipate"
Disapproval for One or More of the ,
Professions -Indicated in Item 62 Above . 3

- Percent - Number

- Male Peers. ~ : 86 24

‘Faculty & Advisors 79 o : 22

Female Peers - B ) DR : 17

. Closest male friend 467 13 , ;
Fathers = ’ 360 - 10 : S
Mothers ‘ ' ‘ ‘ 32 S 9 i
Subjects themselves .- . 7T o 2

‘Although few of the subjects themselves disapprove of these pro-

_‘fessions for females, 79% of them'antimipate disépprdval from faculty‘énd c
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advisors‘for certain choices. Far from challenging the sex-role
stereotypes, the University appears to be one of the strongest pr0ponents
of them in the minds of the students.

The group from whom female students expect the most disapproval
for divergence from traditional female roles is their own male peers.
More than half expect disapproval even from female peers. Since peer-
group pressures tend to be quite strong, especially among young people,
these attitudes weuld be expected to produce many conflicts in the minds
of female students who were considering‘entering‘any other than the
traditionally acceptable fields.

Conslderably less disapproval is expected from'individuals with
whom there are close personal ties - the clpsest male friend, mother,
and father. Yet even with these close;friends and relatives, only 547
to 68% of the female students expect to reca ive approval for the pursuit
of certain male-typed but otherwise very respectable professions.

Interestingly enough, these observations conflict with two other

generally accepted stereotypes. Parents are thought to be as a whole

- relatively conservative, The University on the other hand, often basks .

in" the image of being liberal advante guard, . and a‘leader in a dynamic

SOciety. Yet ‘it appearo that the roles are reversed with regard to

sex—stereotyping, at least in the mlnds of the female students. The
parents are seen to be ‘most receptive to change, and,the Unlversity
faculty among the least receptlve to change. '

‘In summary, it appears that the tendency for female students to

conflne themselves prlmarily to a rather narrow range of tradltionally

| accepted Female Majors results. from a combinatlon of factors wh1ch

include:

VIII—Q




V1ii-7

a) Possible inherent differences in cognitive style which have for
years been reinforced by parents, peers, and public institutions,

b) Strongly held cultural definitions of the ”prOper" professions
for females,

c) Participation in a male-dominated academic community which
nas done little to chsllenge the male-female stereotypes,

d) The lack of female professionals (faculty,>administrators)
necessary'to provide models with whom female.students can
identify,

e) And the paucity of female advisors and general lack of aware-~
ness of sex-role prejudices among male advisors.

The easiest route for the female student to'follow is the tradi-

tional one. She can readily move through her entire college experience

R

with unchanged and even unchallenged attitudes about herself and her
role in society.‘ If she decides to enter an area of skill or interest
which has been traditionally reserved for males, she will find little
support and probaBly‘ccnsiderable resistance. Although this report has
addressed itself Spec1f1cally to‘the problems of female students, it is
clear that maintenance of stereotyped sex~role images are llmltlng and
dsmaging to male students as‘well.

The creation;of‘a Women's‘Studies.Program could'do much to further
the'educational proeess by”ereating‘aniawareness of sex-roles and by
challenging the-stereotypes which have prevailed not only in this’academic
1nstitutlon but also in many of the SubJeCtS wh1ch are. studied here.
Efforts on the part of the University to eliminate sex d1scrim1nation
to: place males as well as’ females in Supportlve roles, and females ‘as
kL ,  well as males in,leadership roles, and to_achieve‘adequate reoresenfation‘

of both sexes in all areas, will undoubtedly be of direct bemefit to

E the”entire'student‘population.jf,



2. The Status of Female.Students with Regard to

Employment Opportunities. and Other Benefits

Housing. Dormitory accommodations are equally available to single
and married women. However, living-unit (apartment) accommodations for
families are preferentially given to: married students. Single individuals
(usually femnle) with children are permitted in the apartment units,
but uith lower priority. The bias is even reflected in the name chosen
for such accommodations - "Married. Student Housing" rather than "Family
Housing." Yet a married couple without children could adjust more
readily to dormitory provisions or could more likely afford to live off
campus than could a single‘individual with children. It appears that
this policy reflects either the.imposition of a moral judgement (di-
vorce or having children out of wedlock is bad) or discrimination in |
favor of families‘inbwhich the head of the household is male. It

is the opinion of this Task Force that priorities for family

housing be given on the basis of financial need, with preference to

families with children.

Part-time Enrollment.‘ Part-time enrollment‘opportunities offer

many advantages to the potential student populatlon of the Unlver51ty

Students who otherwise couldn t afford to be here can ‘seek employment

vand schooling without undue hardship. Individuals yOung and old who

for various reasons prefer to obta1n the1r educatlon at a slowe1 than

“trad1tional pace can be accommodated Greater heterogenelty of the.

student populatlon can be expected w1th consequent enrlchment to the

ent1re academlc communlty Many people are beg1nn1ng to questlon

whether Unlversity educational opportunities should belong only to the

young_and the carefree.

VIII-8
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Part~time enrollment is of particular concern to individuals,

primarily female,'with family responsibilities. An increasing number

of‘women who once abandoned their education to get married now find
themselves divorced, responsible for the primary support of their fam%
ilies, and inadequately prepared td’earn a living..

At the present time, there are four possibilities open to a person
who wants to do part-time undergraduate work on this campus.v concurrent'

education, extension,‘part~time,work with special permission from the

Dean, and extended learning, ©Extension credits often will not be

accepted in degree programs. Part-time work with special permission is

available only in cases of physical handicap or other'exceptional circum-

‘stances., (In practlce, this has included women With children and worklng
wives.) Concurrent enrollment is limited because adm1SS1on into any

_c0urse is dependent on the instructor s perm1SS1on, and on the fact that

the insrructor cannot admit a concurrent student if a regularly enrolled
student needslthe space. The  idea of ‘concurrent enrollment is appealing

to many students, but they become discouraged when they cannot obta1n
enrollment in‘classes they desire, 'Extended learning, wherein regular
courses are offered at times and places convenient to part~time students,
offers the best solution to the problem. If the restr1ctions on enrollment
are removed once the pilot program of the Div1s1on of Extended Learnlng

is completed, part~time enrollment should becouie a feasible alternative

for students.‘- |

+

On the graduate level, except for the Extended Learning Program,

there is no . university policy either for or against part~time status.

Each department determines its own policy. In practice,:it appears. that

part—time graduate status not often has been found acceptable since there

‘were only 120 part—time students out of a total of 2300 enrolled (5%)
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in 1971-72, The Division of'Extended Learning will inaugurate a pilot
| program this iall. Eventually, this is expected. to provide all part-
time graduate students with regular courses at a reduced fee.
Part—time Employment. As has been mentioned'previously (Section Vl),

-

there is a tendency for sex—typeo _"bs which are predominantly filled-

- by females to be lower paying than integrated or male-sex—typed jobs
having similar education and ezperience requirements. Even on the
undergraduate‘level, males appear to enjoy‘certain employment advantages.
There'are many more part—time and summer_jobs‘available‘in fields re-
lated to Masculine Majors than Chere are in fields related to_the
Feminine Majors. The small proportion of females who‘elect MascuTine
Majors share the benefits of these job opportuthies with the males
'in those majors' hOWever, ‘the majority of the females (and the small"
proportion of males) 1n Feminine Majors have less opportunity for
"'relevant part~time employment.
For example, in the Jacobs study (Appendix 5; page VII—é) the
- - following question was_askedj

Ttem 43, Have you‘ever had summer .or part~time jobs which
-were in any way related to- your major7 If so, what were they?

' Ten of the 14 subjects in Feminine Majors at 'some time had Jobs related

~to their studies, of which five (35 7/) were for pay. TWelve of the

: 14 subjects with Masculine majors had held jobs related to their fields .
of interest, and all (85, 7/) were for pay. The jobs were provided by:
the University in the case of one Feminine Major (7/) and seven Mas—

’culine Majors (50/). | . . |

wrede s ie

Tn spite of this, negatiye attitudeS“prevail concerning jobbopporl

.tunitdes for women‘in:traditionally masculine fields,
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Item 46. Has anybody made the following types cf remarks

about any of your choices of majors? 'If so, about which major?

And by whom?

a) "A woman will have a hard time finding a job in that field."
Five women (35 7/) 1n the Feminine group had heard that remark while

10 women (71. 4/) in the Masculine group had been told that

Employment Opportunitles for Gladuating Female Students The

ﬁniversity and free enterprise are to sex discriminaticn as. the North
and the South .are to race discrimination. In the‘University,.it is

believed that discrimination is nothproper and considerable effort is
expended to~pretend that it does not. exist; things happen very subtly;

In private enterprise and in many government offices: there is no such

pretense. Discrimination is practiced blatantly, and discriminatory

o att1tudes are subdued only when it seems- expedient (for example if

it seems necessary to do so in order to 1nterv1ew on a part1cular '
campus)
Robert Gerould Placement Adv1sor at the UCD Placement Center re-

ports that many prospective employers who 1nterv1ew on campus practice

sex discrimination. When Mr. Gerould appears sympathetic to the

~employer, the discrimination 1s blatant when he appears protect1ve of

the students,,the discriminatiov is more: deV1ous. A few specific

instances of”sex-diSCrimination observed by Mr. Gerould are described

below: .

EXAMPLES OF EMPLOYMENT DISCRIMINATION AGAINST WOMEN STUDENTS "AT UCD

'MaJor Retaller

After interviewing 30 students for pOSltiOnS as Management
Trainees during an on—-campus recruiting visit, the company -
,representative requested an all-male Schedule for his next
visit. His reason was that the company needed managers and
although they . intervieWed womeil, women are never considered
for real. management jobs.x All: of the women interviewed were
giVen identical "aVerage" ratiugs and were rejected
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Marketing Company

The representative 1nterv1ewed 14 students during a regular
recruiting visit, of whom one was female. ' The recruiter
..confided after the interviews that the woman was the only
: qualified cand1date but that he wouldn't h1re a woman. The
udent in question: was reJected

UtilitynCompany -

The company has'separate management" programs for men and

- women. The women. regularly receive $50 to $100 per month
less: 1nitial starting salary Company recruiters proudly
_announced this year that one woman had been placed in the male
management program,.confirming suspicions that the program
for women is 'a sham.. The positions women college graduates
receive involve superv1s1ng clerical workers and ‘are also filled
by women with no college education. While proudly and loudly
recru1ting and hir1ng college trained women in non-management

"management" JObS this ‘company qu1etly moves them" to the-back-

of the—bus.

Civil Service :
LA : ‘
A, by the .Civil Service Personnel offices

Most c1vil serv1ce tests for college tra1ned 1nd1v1duals
consist’ of both wrltten ‘tests and panel interviews. The combined
scores of these two, examinations determines the- candldate s
place on the’ Ellglble List from.which" app01ntments are made.

‘ Slnce _most people are seeklng more or less: 1mmed1ate ‘employ-
ment~‘and since c1v1l service agencies rarely hire more than
6 people at one tlme from such a'list, a candidate must score
high in both phases of the test to bave any chance for '
emplOyment

P

One female student to K s1mllar tests in four d1fferent

civil service jt LlSdlCtlonS. In three, she was number 1 on
‘the Ellgl ile List,: In the fourth she, the only woman, re-
ceived the minimum passing score of 70 in the: 1nterV1ew,

which placed her far down on' the list of ellgibles in sp1te of
hav1ng 98 on the: wricten test. Her attempL to’ appeal. was not
heard because under: the civil service rules a candidate may
‘only appeal. a: failing score but not a pass1ng score. -

B. by Civil Service Agenciesi

0ccasionally, women do appear near the top of civ1l service -
- lists and ‘their names are referred to agencies f0r considera-.
tion. Most jurisdictions 0perate on a rule of three. ‘That
; is, an Agency may select from the top three names on the list
{W“ ‘ o when filling a particular position. When. ‘three women appear
- a: the top of the list this. poses-a slight problem to. the
agency. Coe : CLERETEEE T
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g e When an Agency 1nterested in hiring receives the list of names
% from the Persomnel Office, it sends to- each candidate an. in-
quiry explaining:the vacancy and asking if the candidate is
interested. “Failure to respond within a stated time period
results in notification of the Personnel Office and removal
of the candidateTs name'from the employment list.

In one six-week period three women students received notifi-
cation that their names: ‘hizd . been removed from an employment
list due to their failure to. respond to an 1nqu1ry, although
no 1nqu1ry had been received. When contacted, the Personnel
Agency stated a mistake had been made and that the names

. would be’ restored “Within two weeks the same event occurred
to the same three ‘'women - a second time. Further 1nvest1gation
revealed that“an Agency was hiring from the Eligible List
and had on both occasions notified the personnel agency that
the women had not responded to inquiries.

Private Employmeut%Agency
One woman student*reports hav1ng v1sited a local branch of a
national employment service and being, asked by the woman ‘
‘interviewer what salary she; the student , ‘expected. ' When the
student responded with the range $650~ $7OO per month, the
interviewer exclaimed- in a shocked tone: - "Why that's a man's
salary'”~ ' : :
Professor Mary Regan in Applied BehaV1oral Sc1ences has found that
the aspirations of female students decrease as they proceed through
their college‘careers,ﬁvhile the‘aspirations of male students tend to
increase,  This phenomenan. is undoubtedly related‘in part to‘the in-
creasing awareness amonggjuniors'and seniors of the employment;oppor—
tunities_(or lack of thémﬁ‘for Women,‘as‘well‘as to manylof the
factors discussed previmu%ly.

Campus Activities, The female student frequently finds that she is -

less eligible than the male students to participate in a variety of”
activities‘"available" ofi-the Davis campus. The,restrictions which are
imposed on her beCauSeaofther sekjreinforcexher impression that’shevisp;

perhapsfmerelyta guest in: an essentially male institution.f For example,

&
. |
E

the UCD Marching Band:was open originally to female and male students

and the Band was integrated for the 1958, 1959 andvl960‘seasons; 1In
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gg‘ | . 1960, the Band members had a lamg discussion about whether or not fe-
males had therhysieal endurance: to particieate in the planned activities.
AAm amendment:F0 the;Band's‘constitutioﬁ was proposed that would exclude
Ihe‘female;members;‘aﬁout 80% of the members votea;fer the‘edoptiOn‘Qf
this meesure. Thes, since.thevl96l season,‘thevband has been known as
the UCD All-Male Marching Band.. Since no counterpart all—female march-
ing band wasjformed, girls interested in this activity have Been entirely
excluded | |

' Similarly, girls find far fewer opportunltles for use of the
physical education fac111t1es outside of regularly scheduled classes
than - do the male studentS. It 1s 1mpertant that.all campus act1v1t1es

be carefully examined and all- unnecessary sex—related blases be removed

A

,i;
B
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L ' Any report on the status of:women in the administration at UC
Davis must necessariffy be brief, For all practical purposes, there are
not now and never have been women. in important, visible positions in

‘the UCD administration,

The Davis campus has never had a woman Chancellor.

There ‘has- neverbeen a woman Vice Chancellor at Davis.

Among- the academiic Deans at Davis, there has never been a woman.

The;position\ofKDean'of Women ‘has been held by a woman., ‘HOWever,

this is a non-academiic post,

‘Among- the management personnel at‘UCD, there are 27 mem (93.1%)

and:oné.wdmanaingaddition to the Dean of Women .described abuwe (6,9% female).

Management Personnel at .UCD
‘(' ' ‘\ Spring,H1972

Male  Female

Chancellor ;

‘Chancellor Emer¥tus '

Executive Vice Chancellor. -

Vice ‘Chancellor:

Deaniiof’ Universﬁty Extenslon

Assoc¥ate Dean off University ExtenSion

Assiisttant thEzChancellor

~Special .Ass#se=nt to the. Chancellor
Executive Assistant to the Chancellor:
'fUniversity Librarian

Personnel Officer ‘

Public Information Officer

Business' Services Officer

Acc:unting Officer

DevelOpment Officer

Budget  Officer =

‘Student Health Service Director
“Director of ‘the Computer Center

Material Manager ' :

Campus Architect

 Administrator of Physical Plant

.{m\ ~ Dean of Women o ‘ 1
k! L : .27 | 2

HFOHRFWERR

=

HFHEHHERBEPRPHBRRR

93.17 6,92
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The Chancellor, Executive Vice Chancellor, 3 Vice Chancellors, and 6

Assistant Vice Chancellors are all male, as are the 2 Deans, 6 Officers,

2. Directors, -and lvManager. The one woman in the management group,

Ekecutive Assistant‘td_the‘Chancelior,‘deserves special notice. She is
éne of :the few‘WOmen‘on'thé Dﬁ&is'caﬁpus to Succeed~in eséaping from thé
élericalndead—end positibﬁ’bf Adminiéffative Assistant. ~She works
closely with the Chancellor and‘bears‘é great deal of .responsibility.

Yet her salary is signifidantly:lower than those of the: Chancellor and

~hiS'male~aSSiSIantS, often by a factor of 2 (administr=tive salaries

are a: mmtter of "public record available in the Salaryzand Wages Supple~
ment to:the Bu&ge;5”¥972—3; and need not be reproduceﬂzin this repqrt).

It seems:that on those rare occasions when women do move up into managemeut,

‘they do;sbgat-afrespecrful‘distancejbehind.

"Occasiohally, w0meﬁ do become Departmeht‘Heads{,s&t the start of
thefl971—72‘schdol‘Year, one ActingSDepartment Héad\andhtwo‘regular
Department Heads were‘womeﬁ. ‘B& the end of this fiscakl year, the num-

ber .of female Départmentschairppersons'will be reduced-to one.

Statewide administration also excludes women, TLocking at the manage—

- ment ofthe Uhiversityﬁoffcalifornié as a whoie, a.éimf&ar picture is

obtained. - There have:.never been any women Presidents or Vice Presidents.

. There: have been l2O REgeﬁts sincé the'eStablishmenp of .the University.

of_Califorﬁia;'of these, 7 have been women. -
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Women Regents :of the University of California

Name . Term
Phoebe Apperson Hearst 1897-1919

Mina EshelnaLSherman “ 1913
‘Margaret Rishel Sartori . = . 1919-1937
" Elanor Bamnims Ma . arland 1937-1940
Dorothy B. Chamdler 1954~1970
Catherine C, Hearst 1956-1974
EiinornHaasiHéEler 19611976

Interestingly, the number of women regemts has remained nearly constant

(-2, @ctasionaliy 0 or 3) #Hox Zﬁ/year55 since 1897,

Eﬁ&ée‘figures.are;nmmvéhoﬁking to most: of us,' Even though the

'Uhlmemﬁxmy of Califonmia s a¢pub11c 1nstitut10n Wthh is ma1ntained
‘by the.smate of Californiahpmimamlly fox the people of California andt-
.even . though approx1mateiy,5®%zof the population of California is female

and-sHightly less than 50/ @f :the: undergraduate student p0pulat10n is

female. _and 24/ of the;-gi”

Hstudentmpopulation is female ;1t does

not -seem: surprising t01mosmrthat ‘there are so few women in administrative
:positions, Traditionally,:smmh posts have not been open to women nor

‘havemthey:been actively“soughtjby women, -except in institutions which

are segregated tor women.

“Women often expect to receive lower salar1es than men, A question—

- naire: was sent to a random sample of lOO senior and graduate Women at
“UCD (Appendix 6 ) in a variety of disciplines to - ascertain the1r

‘attitudes toward women in administration.‘ Forty percent returned the

questionnaire (although not. all reSpondents answered all questions)

Asked if'they expect;to‘receive«the‘same‘salaryfas a man-in. the sameJ

. position, 29 said yes and 8 (ZZZ)nsaid no.
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Because women are not seen in top:msma@gement posts, it is difficult

for many young women to imagine ' that tihuy wwould be in such positions.

In the same questionnaire, students:were::asked whether they thought

women are capable of being boss;~34@sa$ﬁ;yes and 2 (5.5%) said no. It

woulid.be folly. to ask such a question:mfimale;students: ‘Do you think men

are capable of being boss?

Although“men retiring from: e @apeil services find many managerial .

and adminiStrativevdoors‘open to: :thesi: s smen retiring from raising a

o

family find fem if any doors opern:,. i

¥ess of their educational: and

occupational qualiflcations. As“ﬁheawmmamrwhofwrote the following letter

suggests "Theoretically we shouldjhamn:ﬁmmething spec1al to offer -

S 4
but who wants us?" ‘

'L commend you and your commirttmme-fawthe survey you are con-
duct1ng on opportunities for: vz —im - administration. I
‘wish you well, and 'if anything dameshops from it that leads-
‘to: concrete opportun1ties, pl ez satifl me 'to your llSt of
'potential employees"”

CTowill receive my bachelor s --@maanmn”English at ‘the end
- -of ‘the" wjnter quarter, althoug =mtmared’ junior college in
1937. Marriage, plus educationm: mh‘bmsband and’ children,

‘prevented my obta1n1ng a degree - ‘fﬁ“ithls time.

'I am50 years old now s1ngle, ZILrﬁKEellent health with con-
.. siderable experience in office wmmik: Klargely in education),
, and need to earn my own liv1ng upEn graduation

Aside from fulfilling a promise to.myself to "get: my degree"
ﬂ~sometime, my ‘major. goal in, returning ‘to college was to es—
cape the tyranny of the- typewriterh. I would like to. do
.something more s1gnificant thantbexngﬁpart of the office
furniture. ‘

I have sketched the details of: my awnzsltuation as an ex-
ample of the spec1al kind of problems:faciﬂg the mature
‘woman who.is. returning to the ‘work world.. Theoretlcally
we should have something special to oﬂfer - but who wants
us? ’ ‘ Coe

I hope your committee will give: sgszzal"consideration ta
this aspect. of women in administrat¥on. My letter is a bit
flippant but only: to hide’ "the realrdespalr I sometlmes
feel when' contemplating ‘what kindmaf JOD will be avallable
to me next March. .= = - .



- ‘ ' Top level administrators are often hired from outside the univer-

sity, while qualified women on campﬁS'are‘bverlooked. The highest
nonacademic staff pssitiOﬁ generally‘opén‘to women is the Administrative
Assistant category,‘the‘top~of—the-line‘0f clefisal arnd secretarial
ranks. Many highly‘qsslifisd:womes are clustéréd in' these positions,f
women with years;of esperience in sﬁpervising clericai staff, coping
with ; multitude of persoﬁnel reguiations, overseeing thé administra- -
tion of grants, preparing‘budgets,‘schedsling classes, and:so‘on.
Considering the‘turnoveriof Department Heads, hany Administrative
Assistants hold primary responsibility for running'the‘depaftménts.

Yet féw if any of theSQVWOmen'ever:manage to progress to higher level

administrative positions.

Even in’the'mOVe‘fromIDepartmental‘AdmiﬁistratiVe Assistant to

Campus-wide Administrative ‘Assistant, men do better than women.

Pt

Administrative,Assistants'

Jﬁne(1970
] ? A d
Departmental 2 102 1.9
"Campusewide : 4 - 51 : 7.2

Wﬁy‘aré qualified women on‘campusiOVerlooked when‘tdp‘édministratdrs
‘aré:hired? Ssme'éommqs‘assumptions‘about women's career aspirations
mayité’teiévant ﬁérs: 'thst, ho‘msttst how,iong\tﬁs womsnfin‘qnestioﬁ
has been‘empleed;woméﬁ{iq genéral”are not as career-oriented as are

‘fmsn;;that wdmen‘ﬁili stop ﬁquihé ﬁhen‘they‘marry, beComé‘ptégnant, or

 have Childrén;Vthat if a woman is ‘married, she is a poor risk for a

, N—f;\

- top positioh'becauéevshe may leave'if‘her husband(moyesi‘that women

'donYt‘wéntkdr need high salaries; or that men and women alike "naturally"
~ERIC
?‘mgiﬁﬁﬂ‘

K
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resent being supervised by a.woman. On top of these obetaeles; Wil

at UCD find that when high adminiétrative poéts are filled, candidates"

from outside the university are frequently sought and preferred over
those already employed‘on campﬁs. (Retired military men are populaf

choices for many of these positions.)

The University could make ‘great strides in increasing the pro- -

portion of women in,adminiStrative'positibns,by upgrading the status

of hi%hly‘qualified WOmeh‘already”employedwat UCD who are held back

in positions that do not fully utilize their training and talents,

rather than searching elsewhefeg amohg‘predominantly-male candidates,

fO“fill these vacancies;‘
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 THE MINORITY WOMAN

‘Kathleen Fisher
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in the University, a world dominated by Caucasian males, minority

women must bear the burdens of all women and of their particular ethnic

minorities. They suffer from the lack of role models of both women
and minority individuals in positions of leadership and responsibility.
They tend to lower their aspirations, in comparison to white males,
both because of the combination of forces which work to produce feel-
ings of inferiority and because of the practical realizations that so
many doors are closed to them. All of the tendencies which have been
described in this report to channel women into iower—puying job cate-
gories in spite of their qualifications, combined with the well—known
tendencies to channel minorities into lower paying ﬁositions, are
culminated in the Minority Woman. And the socio=economic toll is
particularly gteat becauge the Minority Woman is so often solely res-
poﬁsible for the support of her family.

This seemingly overwhelming combination of negative forces is in

part counterbalanced by some other factors. The Minority Woman has

confidence that she can work., In fact, she generally grows up knowing -
that shé‘must, as did hef mothef and‘her aunts. and her grandméfhers.
She has ndt had the opportunity tﬁat white womeﬁ have had to sit at
home and "be protectéd” from the worla. Thus, she may often have a
more puSitiVé image of herself‘in terms of her capabilities, and she
ofteﬁ does ‘not share‘th& frustfations and lack of fulfillhént of the

leisure-class white woman.

The Minority Woman identifies much more strongly with the struggles

for racial equéiity than she does with the women's movement. ‘Indeed,‘

she has very little patience with the ideologles of the latter, even

though she re@ognizes that she:is just‘as affected as the white woman

by such;policies as uhequal pay for‘equal'wbrk and underpayment in



female-typed job classificatioms.

The minority woman generally has an advantage over the minority

-—

man in the white establishment system, since she poses much less of a

threat to The Man (i.e., Caucasian males). After all, she is "only

a woman,"

For many years it was not considered proper or legal to ask én
employee's ethnic ideﬁtity. Now this information is being sought agéin,
and UCD has‘been using the system of self-identity. Since nuch inquiries
are offensive to many people, they choose not to respond or do not res-
pond accurately. As @ result, every attempt by this Task Force to col-
lect data has resulted in a new and different set of figures.

Several setshave been arbittarily selected from the others and afe

summarized below; the reader should recognize that these statistics

are at best approximations.

Employees of Davis Campus®

] :
Total Minority % Minority 5t§§§$i‘zy
All Employees 7067 965 13.8 26.1
Male Employees 4709 614 13.0
Female Employees - 2358 351 14.9

- % Information from Deanna Falge for UC Davis, 1971.

About one—fdurth (26%) of all the people in the state of California‘

.are members of ethnic minority groups. The Davis campus employs minorities

at about 50% of their availability in the statewide population (13.8%).

A greater proportion of female employees (14.9%) than of male employees

‘(13.0%) are minority individuals.
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Blacks and Mexican-Americans are employved at about one-third of their

level of availability in the statewide population (33% and 29.5% levels

reepectively). In both of these ethnic groups, the women fare better
than the men. Three percent of the female employees are Black, while
only 2.37% of the male employees are Black. Similarly, 5.4% of UCD fe-
male employees are Mexican-American, ya2t only 4.0% of the males are of
this ethnic minority.

In contrast, Orientals are employed by UCD at twice their

incidencé in the statewide population; 5.8% of all em mployees are

Oriental, yet only 2.8Z of the California people are Oriental. Unlike

the situation with the Blacks and Mexican-Americans, there are proportion-~

ately more male Orientals‘than female Orientals. Perhaps Caucasian males
feel less threatened by Oriental men than they do by.Black and Mexican~
American men, or perhaps Black and Mexican-American women are more
accustomed to working than are Oriental women; a cemplete discussion

of the implications of the data will not be undertaken here.

According to a three~vear summary of ethnic composition of UCD

obtained from the Offlce of Equal Employment Opportunl;yj the number of

American Indlans at UCD has more than doubled between 1969 and 1971

It is difficult to evaluate how much of this apparent inzrease is real,

and how‘muchvis a function of data collection errors, It appears from

 the information above that UCD employé slightly more American Indian

males than females.

Not only are minority women underemploved, but they are predéminantlx

found in lower-paying and lower-status job classifications.




Selected Academic Positions University-wide*

\ .
Mi .
Women inority Minority
Women -
Dean, Professor, Associate and Assistant
Professor, Lecturer, Instructor, 4.2% 0.47 2.6%
Associate ‘
Dean)Professor - - 3.1% 0.1% 3,.8%
Associate and Assistant Professor 8;9% 1.4% 8.2%
Instructor \ ' 36.3% 2.7% 8.2%
| Lecturer 28.2% 2.5% 11.7%
Associate ] 31.3% 4.0% 15.9%

% Based on statistics gathered October 31, 1970, Office for Equal
Employment Opportunity.

Only 0.4% of all Deans, Professors, Associate Profgssors, Assistant
Professo.s, Lecturers, Lastructors, and Aésociates in the entire
Univeysity of Califprnia are“minority women, Minority men fare six times
better than minority women in these positions of authority. The p?opor—
tions of minority womern, like the‘proportions of white womén and total
minorities, drops steadily with increasing s;étus. There is a four-fold
reduction iﬁ‘the‘proportion of total minorities betweep the Associate and
Prgfessor/Deanwrapks, and‘a‘teﬁ—fold reduction in the proportion of womén

[ : ,
over that span. It is probably not entirely coincidental that there'is

a forty-fold reduction of minority women. ‘The‘prbblems of discrimination

against minority women should not be underestimated.




ERIC
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A more thorough examination of the status of minority women on

the UCD campus in indeed needed. Unfortunately, the necessary data

do not appear to be available at the present time. On the basis of

the information which has been examined by this Task Force. it is

| likely that patterns of under-revresentation of minority women seen

in the professorial ranks and their concentration at the bottom steps
are similarly repeated in most other areas of university employment.
There is perhaps one notable exception: two of the most Prestigious

receptionist positions in the University are filled by black women.

Undoubtedly, the problems associated with being a woman in the

University - whether student, faculty, or staff - are compounded by

the problems assoéiated with being a minority group member. While

minority women tend to see racial issues as the major obstacle to
their advancement, the statistics Presented here suggest that their
sex may be an even greater liability. It would be interesting to

tnow if a more complete analvsis would support this conclusion,
p ‘ y PP
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Personnel policies in the Univarsity of California are established

on a University-wide basis, although the specifics of implementation are

often determined at the campus level. Personnel practices are ex-

‘tremely important determinants of the success or failure of any affirma-

tive action program,

The Task Force on the Status of Women at Davis does not wish to

overlook this critical area, yet it wishes to avoid duplication of

efforts that have already been expended on other campuses and in the:

Office of the President. Consequently, the discussions that follow are

brief and deliberately incomplete. They are intended to call the
reader's attention to some of the major items of Personnel Policy that
now present barriers to women, and to recommend revisions that would
implementlaffirmative action for women. More thorough analyses of the
problems, as well as more detailed recommendations, can be found in a

variety of reports including those indicated below:

"1l. Replacement of the Nepotism Regulations, Memo to Vice
President Angus Taylor, from the Nepotism Study
Committee of the Berkeley Women's Faculty Group
{(c/o Susan Ervin-Tripp, Dept. of Rhetoric, UC Berkeley)

'2. ‘Personnel Practices Related to Women, prepared under the
supervision of Rebecca Mills, December, 1970, Office of
Equal Employment Opportunity, University Hall, UC Berkeley

3. Task Force Report on Day.Care Centers, Davis, 1970

4, A Study of Maternity Leave Policies and Practices In
...Other.. Countrles and in Industries and Unions in-the
United States, by Ruth McElhinney, September 1971,
Office of Equal Emproyment Opportunity, Un1Ver81ty Hall,
UC Berkeley

5. Report of the Chancellor's Advisory Committee on the
Employment Status of Staff Women on the Berkeley Campus
and in the Office of the President, Part II, Personnel
Policies (c/o Afton Crooks Office of the President
uc Berkeley) : ‘ ‘ ‘

XI-1
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The recommendations made in these reports are applicable to Davis as

they are to all UC campuses.

Maternity and Paternity Leave

Maternity leave recognizes the right of a woman to bear children

withdut penalty to her employmei._ status. Executive Order 11246,

ammended by Executive Order 11375, states that employers may not peﬁ—
aiize women employees because they require time away from work on account
of child-bearing. fhe law requires that childbé&xkng be considered
justificatioﬁ for leave for a reasonable period of time, and that the
employee be guaranteed reinstatement to the same or similar position and

pay held prior to the leave, without loss of accumulated benefits.

Paternity ‘and maternity leaves recognize the rights of both parents

(or either parent) to participate in the nurturing of their (his or her)

child. As sex roles become redefined, men and women' alike azsume both

breadwinning and childrearing functions. The principle of equal res-

ponsibility in the home 'is becoming increasingly more prevalent. With

infant care, for example, the female parent may choose to take the pri-
mary responsibility for nurturing the first child, the male parent for

the second.. Adoptive parents, sometimes single, sometimes male, are

.also inéreasing in frequency. The parent of a newborn child, whether

male or female, whether adoptive or natural, shouldi have the right to
take a leave of absence from his or her employment situation to care -

for that infant, »

Paternity and maternity leaves also recognize the rights of children

to begin life with loving care. It is established fact that the first

- year and especially the first few months of human life are critical to

" the emotional and physiological weli—being of individuals for their



entire lives. The social investment in providing paid leaves of abseﬁce
for parental care of newborn infants is relatively small compared to

the social investment required to care for or contain emotionally dis-
turbed young adults. Provision of the former may greatly reduce the
need for the lattér.

There is, of course, precedence for paid lesives., The University

gives milfistary Jazaves with full oay, even though the individuals on
leave are also.paid by the Armed Forces. Career employees in the re-
serves may rgceive up to 30 days paid leave annually for moreAthan
twenty years; méternity and paternity leaves could be limited to two
per person. Many industries, unions, and governments around the world
have established a value system in which infant care is at least as
important as military dutf. For example, civil service-employees in
Sweden receive six months leave of absence with bay for cﬁildreariﬁg.

The Task Torce reccmmends that the University of California make

at least three month paid maternity and paternity leaves available to

all employees, regardless of marital status. Leaves of absence for

infant care should be permitted to extend for up to one year, with full

pay for the first three months, after which the employee could take

Aaccumulared vacation pay and sick leave, and then leave—wifhout—pay

status. The employ=e should be guaranteed reinstatement to the same

or similar position held prior to the leave without penalty to retirement

benefits, health plans, and earned time toward merit increases.

Tandem Jobs .

A tandem position ‘is one which employs two people, each on a half-

time basis. By providing for -tandem employment, the University could

greatly increase opportunities for part-time employment at all levels.

XI-3
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Tandem jobs increase the opportumiries for employment of women.

Many women actually hold two full-time jobs - one at the University and
one at home. Bome of these women wirili pyrefer to work less than fu%l—
time in the former positionﬂ. In £fact, in the survey of academic
non-senate staff (Appendix 3),12.5% of the fémale respondents who are
now working full-time indicated that they would prefer working part-

time.

Most. of the part-tﬁme\ﬁ@bs présgggﬁy‘available on campus are at

low clgrical, laboratory, or other siijukdiznate levels, They tend to be

_ low-paying, to be associated with.relatively little responsibility, and
are often temporary. With tandem #@lvs, the implication is different:
the positiom ls "part of" a full-tfwe agpointment rathér than a "parc-
time job." The tandem job concept permits patt—time employment in many
areas which have previously been restricted to full—time personnel.

Tandem jobs would provide many benefits to the University. Absentes-

ism could be effectively reduezd, since one employee could cover for
Anotiner, Half-time employess: ¢gulidwork extra hours during periods with

extra heavy work loads, eliminzﬁiqg’the need to hire inexperienced

temporary help. Vacations éoul*”“f;staggered so that the position is

never left entirely‘vacant. could be combined s¢ that,i;hough
their qualifications are simiLEx;;oné individual could béZétrongercin
one aspect of the job and the tawmdem team partner‘stronger in another
‘aépect. The University is well :aware of th phenomeqdn which freqﬁently
acéompanies part—time appbintments: >g£ve‘&n employee .two half-time
appointments in different Aréas, énd that employee often devotés‘60—70%v

effort to each 50% position.” Similarly, the‘total employee input from

a tandem team would frequently be greater thah that which could be
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e expected from a single individual in the same position. These various
benefits should outweigh the problems of adjusting sick leave, vacation
time, insurance benefits, etc. for part-time personnel,

Tander jobs could be filled either by two individuals applying as

a team or by selection and matching of applicants by the employer, Tandem

employmeﬁt and full-time employment could Be equally acceptable al-
ternatives for many job classifications, although obviously not for all.
For some jobs, tandem employment might be specifically preferred, while
in others a full-time appointment might be more satisfactory.

The Task Force recommends that the University provide opportunities

for tandem employment in all job classifications in which tandem teams

could work successfully.

Nepotism

The University of California has‘recognized many of the problems

associated with nepotism rules, Briefly, these problems include:

1. More than half of the nepotism cases arising in the University
concern husbands and wives.

2. Women suffer more from the rules than men.

3. Wives often have to work in tangential departments or research
institutes, and often are thrust into marginal job situations
in spite of outstanding scholarly activity.

4., Wives sometimes must accept jobs without stipends.

5. Husband-wife teams are prevented from potentially fruitful
collaboration.

6. Women frequently cannot apply for research funds because of
their tangential job classifications, and therefore cannot
achieve recognition as principle investigators, when in fact
they often are,

7. Highly quallfied candidates may be lost because of the res-
trictions. :

The UniVers ty has now modified its Staff Personnel Rule concerning

the employment of near relatives to the effect that candidates for a

Sgl X

vacancyfshould,not be‘diqualified by‘reason of near relationshig
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to an appointee already in the department or by reason of near re-~

lationship when simultaneous appointment of near relatives to a depart-

ment is recommended, Appointment of a near-relative to a department,

or continuance of the appointments of two members in the same department
when a near-relative relationship is established between them, requires
authorization by the Chancellor; University staff members are not per-
- mitted to participate in any review or decision—making processes con-—
cerning the employment of near.relatives.

The Task Force recommends that the abolition of nepotism restric—

tions be publicized, that qualified spouseé of currently employed faculty

and staff members be encouraged to apply for available positions, and

that the Chancellor use hiéfauthority to eliminate all unnecessary

‘nepotism restrictions.

Child Care ‘Facilities

Mahy'women'employed by the University have children. For example,

among respondents to the staff questionnaire (Appendix 3), 45% of all
non-academic staff and 29% of all academic staff women have at least

one dependent child.

Women are frequently responsible for the primary support of their
families, . Our survey showed that 46% of 187 non-academic and 65% of
3l‘aéademic female staff respondents are responsible for the support of

themselves or their families.

Baby-éitting facilities in Davis -are expensive and inadequate. It

has been estimated that women in Davis generally spend at least 25% of
their salarles fer baby sitting services, Frequently, these consist of
no more than minimal custodial care. It is often difficult to find a

satisfactory baby-gitter, and even more so\to find one who is willing to



care for a sick child. The latter problem contributes'tp employee
absenteeism,

And although the sex roles are gradually being redefined, women are
at present primarily responsible for making the arrangements for care
of the children, and for proViding such care when babysitters are not
available,

Faculty women and professional staff women are sometimes unable or

reluctant to attend important professional meetings or seminars away’

from campus bacause of the absence of adequate childcare services. Since

such travel is an integral part of professional careers, and since women
more than men are affected by the problems of childcare,‘the absence of
a Child Care Center discriminates against women.

 Child care facilities should be as much of an employee benefit as

retirement;plané and health insurance. The Task Férce recommends  that
day care be provided‘for the children of all students; staff, and fac-~
ulty on'a-reasonable pay-as-you-can basis. Care should be provided for
sick as well as for well children. Overnight care should be available
for children of employees who leave .campus to attend professional

meetings, training centers, etc,

Other Personnel Policies

The Tésk Fd:ce on the Status of Women at Davis concurs with the
recommendations made. in the‘feport prepared by the Office for Equal
Empldeent Opportunity, in cooperation with the Wright Institute,

initially éntitled‘Persoﬂnel‘Practices Related to Women: Summary -and

Recommendétions Based on én~Eiplofatory Study of the Berkeley Employment

Offiée, and now beihg'prihtedluhdéf,the title Women and the Personnel

‘Office at ‘UCB. The_recbmméndétions'from that repoft are reproduced

below.
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Recommendat {ons to the Berkeley Campus Employmenthffice
A. 'lAuthority" | |
l.:”Issue a general policy statement regarding the employment_of
women designeu to produce a concern for'employment‘problems of
: women_parallel'tO‘that engendered by the Cheit Directives.on
minority hiring. o
2. Develop affirmative action guidelines for women.
3. Assign responsibility to assure conformity with policy and
directives. | «}
4, ‘Agree‘upon‘a procedure and a.line of responsibility to e in

conflict, problems, or-grievances connected with discrimination

by sex.

5. Establish the position of a '"Woman's Advocate' or Ombudswoman,*

B. Recruitment and Hiring
1. Develop a list of sources for recruitment of women similar‘to

sPecial sources-used7for;minorities, e.g., AAUW BUSIHPSS and

Protessional Women s ASSOClatlonS women 's colleges, Weltare”"
rights organizaticns,fetc.
2. Stop separate advertisements ‘and place all ads in the joint

"male and-female' section, except where sex is a bona fide

occupational qualification. Advise minority recruitment sources

;that positions are available to both sexes.

3. Unions,‘when used as- recruitment sources should also be advised

of the University s policies urged‘to=re—examine some of their;_

‘claSSifications, and to take affirmative steps ‘to admit women e

Mof all ra ces to their membership and apprenticeship programs,

'develop education program, on ‘women with unions.;

% The Davis Task Force recommends the appointment of an. Assistant Vice

Chancellor to work closely with the Chancellor of cademic Affairs o

e






ontinue the current use of professional and nonprofessional.

-icétibhs;=ot'en¢ouﬁage-appricénté_to fili‘out'ooth forms,
Lever.quallfied e

=1op a system for consrderlng and credltlng.as.employﬁent_r
;rlence non—pali:householq'and coﬁmunlty_qobs of;appllcants,
! as.budgeLeng'and purchasing;rcomﬁunity organization and
1ittee_work. Waive strict standards for prlor experience
;he.case of jdbscpreviously c".0osed to women.

- systeﬁaticaiiy_on'filas,.updated at scheduled'intervals,

cross flle appllcants for all class1f1catlono for which

quallfy. : _ S o
lblishfaffirmative,actionfgoals_to'integrate.job roies of
and!ﬁomen;étjali;leve;s of'employment;

Lbiisﬁ7aﬁ Affirmariueiﬁction file‘for women‘of all races'
ifled for posit:ons‘éredomlnantly occupled by men lsﬁd‘fé—
e review of thls flle before.outSLde recrultment is |
forised;* | | s |

st thar‘departmental app01nting.powers:notsrequireLoverfu
ified personnel :and either reclassifyeposicionsaori%éée?c;
minimally qualifled appllcants.who are;referred,' |
rmine and announce which positions,:1£¢an§;wrequ;re 'sex‘as=
na fide‘occupational quallficatlon.;l o |
rf;‘Classiflcatlon; and Salaryr B

gv or reﬁleﬁrcareer ladders, horlaontal 'vertlcal Aﬁdf

ronal to assure opportunity of advancement to and through

:siflcatlon serles ;from unskllled to skllled non—profes—r

Lal:towprofessionalgandgnon—professional co;managerialxjobs;“

g(i.r-ffif- _m,,',il.'ﬁ.“35ca_ e
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2. Facilitate promotion as. soon as possible for persons initially
placed in positions for which they are overqualified; file
applications of. such personsnin'the Affirmative Action: file;

_ when*appropriate, waive' the probationary ban on promotions.

3. Develop,and systematicaliy use. a periodioally updated promo-

tional file. -Enpioyees\shonld be. automatically reviewed for
‘promotion at reéular interVals.

4. Revie@ salaries’in relation £ job qualifications and specifi-
cations and eliminate inequities‘that are the.resnlt'of sex
discrimination, |

5. In JObS where heavy lifting or other strenuous exertion is
required, ‘determine abiiity on the basis of a physical exami-~
nation. | |

Iraining

1. Hold in-serVice training sess*ons for. superVisors nersonnel,
staff ;and employees on sex discrimination and problemsuassoo—

‘Hiated with breaking stereotvped 1ob roles._attitudes.‘etc
2. Estabiish on-the—Jobkand JOb upgradlng training for women . in
-fields of - traditionally male e&pertlse (and v1ce versa for .men).
3; ‘Establish connseling sessions.for men and women norkingfln :
. non-traditionalvsex—typed.roles; |

4. Systenatically‘establishtcareer.deveiopment‘programs‘for:ail

 women employees. | | S | |

Spec1al Programs

lingstablish‘suchfservicesfaswehild‘earetfaeilitieo; counseling;

| _and a reference flle.Of available Chlld caretakers and‘centers -
to aid parentsjeempioyed orvseekingwenploymentinlthlthe ﬂnivere

sitY“Who]needicare foritheif ehiidrenQ‘ﬁ
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e ' 2. Guarantee paid maternity and paternity leave for employees

!
A

without loss of joB'orajob étatus.‘

3. -Provide part-time career opportﬁnitiea at all levels of employ-

nent |
F. Commuriication

1. Inform the public about University policy against sex dis-
crimination.-

’2; Isane and post statements for applicants and recruitment
sources affirming UniVeLaltY "311cy against sex dlSCflmlnathn,
detailing specific exampies ofoormerly sek—typed jobs now

' open to both men and women. |

_3.‘ Make‘aﬁaifabie the‘ethnic,and sex,summaries b& unit,and title =~

code’tooalldEmployment‘RepreSentativeS.
i k ) i4. dProvide,copiéaloffthis and otherireports to interested groups.
G;_dvInveStigationa"‘ k
‘i, ﬁaintainiSeoarate statiatics for:men,and wnmén;onﬂtneiniring ;}
_and ,,p»‘mtfiétionupro.ées‘s‘f.‘to;‘arev,iiéwfp,r?gre.sis and. determmethe -
‘,Blocks'to affirmatiVe'action;' The'oresent‘departmentalZorder
form»conid'oédrevieedfto include.sex EOdes;‘departmentalfand
. ' ,recrufterksen preferences, ‘and whether the‘pOSlthn 15 usually
sex—typed.~ Record applicatlons, new h1res, requests for
ktransfer or promotron promotlons, and termlnatlons.

‘2;_ Seek information to " create a deta11ed proflle of male and

o female employees.g rates of turnoVerbrrates of promotron H
'length of svrvice 'actual salarles,:edncatlonal 1eve1 age,‘ﬂ

"ethnic group, level of job related experlence, and number and

ge of dependents.
3. vContinue research and development regarding child care needb

FRIC ..~ " and facilities.\

A v 7o provided oy Exic N .
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Summary of Hiring Practices, UCD, 1963-64 through 1971-72, 24

Academic Units
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Appendix 1.

 FACULTY ATTITUDE SURVEY

W




: UNIVERSITY OF CALIFORNIA, DAVIS

. BERKELEY +

DAVIS

* IRVINE » LOS ANGELES + RIVERSIDE ¢ SAN DIEGO * SAN F¥RANCISCO

SANTA BARBATA « SANTA CRUZ

TASK FORCE ON THE STATUS OF WOMEN
OFFICE OF THE CHANCELLOR
ipﬁV@,CAUFORNm 95616

May 18, 1971

Dear Colleague:

On April 28, 1970, Chancellor James H. Meyer appointed a committee
to investigate the status of women on the Davis campus. . In keeping
with its charge, the committee has established sub- ~committees to
investigate the status of women among. administrative- personnel
faculty, and students.

‘Many methods of collecting information are belng uSed One: of

them is -an attitude survey of all faculty members and a sample
of faculty wives. We would greatiy appreciate your cooperation
in filling out . the enclosed queStlonnaire ‘Your. cooperation is
essential if we are to ‘secure ‘an’accurate picture of faculty

~opinion. :The efforts of ‘the various:sub-committees are‘being
jcoordinated so. that this should be the only occasion when we

will be asking your assistance.‘ Your responses, of c0urse,

,‘will remain’ anonymous.“ Our f1ndings will be published in a

,report next fall

ffINSTRUCTiONS After you have fllled out the questionnaile, please }

fold it in:half, staple it closed and drop it into campus mail.

-(The return address is: already stamped on“the back,). ‘At the same
‘t1me, would you olease return: the enclosed post—card so "that we
i can record that you have responded without in any way jeopardizing

your anonymity. ‘If you have any questions ‘about the ausp1ces of

‘the survey, please call. :Nadine Thomas in the Planning and Analys1s

Office (2—0250)
Thanx you for your cooperation in thlS matter.‘
Sincerely, :
)\/O}AMQW“CS
Dr.lKathleen bisher, Chairman
* Task Force on.:the. Status of WOmenV

XII-3
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f?“f I PLEASE CHECK THE APPROPRIATE SPACE SHOWING WHETHER YOU STRONGLY AGRFE AGREE,
e DISAGREE OR STRONGLY DISAGREE, WITH THE FOLLOWING STATEMFNTS
Strongly ‘ . g Stronglv

.Agree Agree Dlsagree Disagree

1.. Many qualified women can't get good jobs, although men
- 'with the same skllls have less troubIe

. 5/1. . Z 3 .. 4

2., In my op1n10n, children of working mothers are not as
well adJusted as children of non- working mothers. _ )
6/1 2 e +
3., Faculty members, regardless of sex, should be per- - ' : ’
mitted leaves of absence to take care of young‘children.
YL 2 ) 4
4, Men in the academ1c world are generally more career ‘ ‘
or1ented than the1r female colleagues. ~ :
‘ &/1 2 3 4
5. In my oplnlon, in the t1ght job market such as we have
' now in.the unlver51t1es, w0men really ‘have no bu51ness
pushlng for 1ncreased JOb opportun1t1es. :
YL R 3 4
6.7 It seems to me that w0men are. JUSt as capable of d01ng ‘
competent research as are men.‘ ~ : S
L \o/1. Z 3 +
e 7. Women should be represented on all Senate commj ttees ' ‘
: ‘ ”that have major: respon51b111t1es for academ1c pollcy : Cn o
‘ u/r o2 BT N
8. ‘Female faculty do not publlsh as much as males in the1r e o E
' f1e1d E ‘ : : , S =
' R YV 2 300
bl o 9.¥t;vmc“ sh uld hold of f'u 1n5 demandS”uut1l‘more“offthe LT e e e
' “demands of minorit y group members are met ' R . L :
‘ 3/1 2 3 4
10. The un1ver51ty should make Chlld care fac111t1es o
available' to all faculty members and employees who ) , o
”d051re them. ST o , L T ‘ T et
- Hi PR : ' Y Z T3 4
11. I would be reluctant to hire a. w0man for a faculty ‘ o ‘
‘p0$1t10n because she ‘would' probably not stay on the
‘Job as- long as a’ man.‘ ‘ Lo
ot ‘ fee 15/1 2 3 4
”12.vage should not be a cr1ter10n in adm1tt1ng men or . ' S
‘women: to; graduate school or: con51der1ng them for
'?‘faculty p051t10ns. “* R o s ; ‘ '
e ST AN SRS Y Z._ T 3 Ta
- 13;V‘WOmen are probably not as good at cr1t1ca1 th1nk1ng Y P EEYS S
" rﬂ,as men.,‘,;»,. A ~ T R A L

14, Female appllcants for faculty p051t10ns should be
"sought out and:given preference until, the1r numbers
‘on the faculty approx1mate the number of women tra1ned -
in the: f1eld R : d ,

TR Tz T T E
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28

.22,

23

29
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Strongly Strongly.
Agree Agree Disagree Disagree
15. Husbands. and wives, should be able to. hold faculty,
p051t10ns in the. same department so lorg as each does w
not participate in promotlonal declslons rerard1ng
the other. -
KR , , o , a1 2 3 =
16. The husband of ‘an academic woman is often forced to
‘perform’ domestic duties that should not be hlS
;responSlel1ty , :
: C20/1L . 2 £ 4
l7."Sexual tens1ons are l1kely to cause problems when
women are on the faculty ‘ T - 3 T
- 18. Generally speak1ng, women do not -handle werfessional
status with much soph1st1cat1on or restr“,mt
‘ ' XVl 2 ) 4
19. Men who regard faculty ‘women favorably usually change :
1 their minds when they have to work closely with them
on departmental commlttees :
' 23/1 2 3 4
20. PeOple tend to f1nd h1ghly successful women part1cu-
larly thrcatenlng , ‘ : ‘ :
, o S - o 471 z 3 F
21. 'Women faculty are more llkely to take a personal
,1nterest 1n students than are men.
i : 25/1 Z 3 7
«‘Persons with lecturesh1ps or research appointments ‘
should be per1od1cally reviewed for' advancement to
,a551stant professorsh1ps or h1gher = : _ o
. TIgr 77 3 TF
It is: 1mportant for female students to have female : ;' -
‘”jfaculty to turn to.,“_
P ' ‘ ‘ 2y/L 2 E 4
24. Women tend to be better at teach1ng younger under- o
.. graduate students than at teach1ng advanced graduate‘
“.students : :
| | 281 z 3 %
-Graduate educatlon for women is a poor 1nvestment , :
~51nce they often do not use the1r tra1n1ng
‘ 29/1. . 7 3 4
26. Few women are capable of be1ng good w1ves, mothers,
‘*“'and profe551onals 51multaneously.‘_ .
R g . =S 2. B 4
27, :Generally speaklng, my mother was probably smarter : .
ol ‘wthan my father S ; ‘ , T
L ' e ' /L z 3 4
.PjAll faculty should be permltted to hold less- tnan full ‘
'jqjtlme app01ntments wvthout preJud1ce to 911g1b111ty for ST
‘~‘promot1on, tenure, and sabbatlcal le‘ve.'c L
E ;32[?’, . B 4
.Departments Wlth small percentages of women graduate SR .
ff‘jstudents should act1ve1y recru1t more women - L
R ‘ 33f1 - = R p
-30..: The truly qual1f1ed women in my. f1eld have no- trouble N co
“7v’_ach1eV1ng recogn1t1on and gett1ng ahead ST o
: v » S - 34/1 2 > 4




31,

32,
"support w1thout con51deratlon ‘of their marital status

34,

?a)
(7]
.

36.

37.
38.

39.

Provision should be made for paid matern1ty leave. for
female faculty. ' '
Women should be con51dered for fellowshlps and other

Professional competltlon between ‘a husband and wlfe i

.bound to be harmful to a marrlage

‘Men generally have an easier t1me gett1ng research

grants than their female colleagues.

Women should be .included on every departmental com-
m1ttee of graduate adm1551ons. :

In my op1nlon, departments with more women on their
facult1es have less prest1ge than those W1th fewer

All ouher things be1ng equal, if confronted W1th a
choice between a male or femalé candidate for a
faculty p051t10n I would favor the male

I generally find it d1ff1cult to work closely with a

.woman in a profe551onal ‘context w1thout becoming
‘consclous of her as-a sexual person.

A Department of Women s Stud1es should be organlzed

ooats Dav1s 1f there 1s a demand for 1t

L 4Qf”

41,

. 42,
43,
ok 44, -

‘falhays end ‘up compet1ng w1th each other, whether
Vthey 1ntend ‘to. or not., o

.45,

kA standlng commlttee on the Status of Women at Dav1s‘,
’;should be appolnted to report annually on the

progress of “the campus in: ach1ev1ng equallty of

:}op}ortunLty for women,

‘Flnanclal a551stance for graduate students should

1ncrease w1th the number of dependents.

Departments should act1vely seek women faculty member

;;;;;

Few men . are capable of be1ng good husbands, fathers

“and profe551onals 51multaneously. L

Hucbands and W1ves who both have facu1ty p051t10ns

*When faculty p051t10ns become open they should always
" be’ llsted pub11cly in the official. organs of" profes-f

sional assoclatlons so that all 1nterested persons

‘have an’ opportun1ty ‘to: apply.

Strongly
Agree

XII-6

- Strongly

Agree Disagree Disagree

;,3%_

e = 5T TR
S . 0
37/1 z E T
38/ 1. 2. 3 4
39/1 z > 4
4o/1 z 3 4
4/1 2 3 4
421 z % 4
43/1 2 3 4
44/1 = 3 4
= z B 7
S ‘
461 z E 4
T Tz T3 =
48/1‘ z > 4
Z ER P

S 491
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Il PLEASE INDICATE YOUR IMMEDIATE FIRST IMPRESSION OF WHAT A TYPICAL FEMALE FACULTY
MEMBER 1S LIKE BY PLACING AN X ALONG EACH. DIMENSION IN THE APPROPRIATE AREA.

For example, if there were a "hot...cold" d1mens1on, ‘and your 1mmed1ate
1mpre551on ‘of a female: faculty member is of one who is fairly cold, then you
would mar;c an X 1n the area closer to the "cold" end of the contlnuum

t 5 2 — i A

‘hot | ‘ X _ cold

TYPICAL FEMALE FACULTY MEMBER

tense

L N . ' 1
;oﬁ .‘ z 3 ‘} A 5 A 6 ‘.‘ Calm
paSSive L 1 ] . -l . ~1 1 . |aggreSSive |
o 5771 Tz 3 4 5 6
- dependent ', T A . A ;- independent
: . TBan, 2 3 5 < ‘ ‘
emotional .= = . ., . . . logical
4 o , 5371 - L. 3 * 5 o
~ feminine | . o Lo ,masculine.
a . . 54/1 0 2 Y _4— s G . S
o irrational oy Ly rational S R
oL ‘ : 55/1- 2 3 4 = A ) ] . d
unproductive , N L - ~, productive
LT " s¢fL = . 3> . F - 5 € _— -
open 1 i 1 i 4 H — Closed
' 57/1. Z 2 A S5 e ‘
demanding , - ., L P ,.accepting
s8L . 2 5 F s T
‘ambitious , R SR _,unambitious
S 8_fL 2 D A D T @
cooperative B ‘ \ _, competitive )
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- NOW PLEASE MARK EACH OF THE FOLLOWING DIMENSIONS. ACCORDING TO THE SAME INSTRUCTIO\IS
BUT THIS TIME FOR YOUR IMPRESSION OF WHAT AN IDEAL FACULTY MEMBER (EITHER MALE OR
FEMALE) WOULD BE,.

IDEAL FACULTY MEMBER

(Male or female)

tense | . s N L N , calm
6l/1 2z 3 “ 5 A
passive \ L N L , aggressive
62/1.. 2 > + S 3 ‘
dependent R X . , independent
: e3/1 z 3 4 5 2 !
emotional | L \ oy N o , logical
6471 Z 3 4+ 5 &
feminine B . N , , masculine
‘ e5/1 z EEE R A -
irrational . , Loy Ly , rational
P of 1 2. 3R 456
~unproductive , ; 4 ' ., ' productive
o ¢7/1 = 5 6 SRR
. open L L Vo 1 , closed
68/l = 3 F 5 T '
dema’nding L ) ‘ A a1 A ) accepting ‘
o6/t = T + 5 6 .
 ‘ambitious | Ly 3 ., unambitious
B ~Mof1 2 . 3 4+ 5 . €. :
cooperative . . L , competitive
. "U/l: ’ 2 ";,.3’_4 4. 5 , (,’ '
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IIT THE FOLLOWlNG QUESTIONS~REFER TO YOUR OWN ACADEMIC DISCIPLINE AND DEPARTMENT;»C
- i , : v
i What is your ‘general 1mpre551on about how most of your colleagues feel about
female scholars in your f1e1d7 (CHECK ONE)

5/1 The1r work is generally con91dered somewhat below average
Their work is generally considered about average

-Z . Their work-is generally ‘considered superior ‘ ]
; L :There are so few women schoi..s 1n my field that it is almost 1mposslble}f‘_‘<
‘ to judge . N ~

5 _____;.Other (SpeCIfy)

2. Compared to men, what are the main barriers that a new female faculty member
would: face in being fully accepted as a colleague in your department?
(CHECK ALL THAT APPLY)

et No spec1a1 barrlers o

e Ga1n1ng respect as-a serlous profe551ona1

81 ‘Being considered a friend as well as a colleague

QL Getting along w1th the ‘secretaries -and other women:on the staff
dc/l ' Getting along with ‘the graduate students

L jOther (spec1fy) R

3. a) Here are. some groups that 1nev1tab1y Judge the qua11ty of profe551ona1 _ R
performance in the: un1ver51ty. Whose . Judgement should count the most’ when the Fh i
~overall performance of faculty- members 1n your department is assesse ? :
(CHECK OND IN: THE LEFT HAND COLUMN) ‘
'.b) Are there any.. others on h

t 1st whose=guﬂgem nt. should cou"t?‘
(CHECK ALL THAT APPLY IN E ‘ ‘

e‘l
R GHT HAND COLUMN)

"2,1 sl "‘; The department cha1rman,;
o, L \4f1_ ‘w;Tenured faculty in: the department: on1y _
3 s/t " /All. faculty .in the department '
o+ Vot e Graduate’ students ‘
g ‘lﬁﬂ xUndergraduate 'students
o " oo The” admlnlstratlon :
1 ‘:\ﬁi‘”" Qua11f1ed persons 1n ‘the’ communlty S
.} el Profe551ona1 colleagues in other departments or 1nst1tutlons
g a1 Other (spec1fy) : S




X1I-10

4. a) HWhat criterion should be most important in considering whether or not to hire
‘a particular cand1date for a faculty position? (CHECK ONE IN THE LEFT HAND COLUMN)

b) What other cr1ter1a‘are~relevant?h {CHECK ALL THAT APPLY IN THE RIGHT HAND COLUMN)

2 /1 231 Excellence in teaching

g 24/1 ‘Excellence in research in the general discipline

3 25/4_ Strength in the department's particular area of speclallzatlon
4 a1 Ability to 'balance out' the department or fill in the gaps in

‘ the major fields

5 sl Political orientation of the candidate

¢ 2aft Race or ethnicity of the cand1date

1 2a/1 Sex of the candidate

e 21 | Other (specify)

5. How many full faculty meetings‘does your department‘hold in a normal‘quarter?

o A

. 6. .Approx1mately how many times in a year do you attend parties at wh1ch the
“maJorlty of people are 11ke1y to be other members of your department’

o AL/
7. How many members of your department do you consider your close personal friends? ‘
EC N7
8. In. general how much conflict would you say there is in your department7 :
A great deal ‘Some Very 11tt1e None at all :
: ?ﬁff‘ T 3 T

-9, How many women are there on the regular faculty of your departmentV  (That is,
in p051t10ns of a551stant professor or h1gher°) |

ER 3

: lO;\How many women lecturers, research assoc1ates, or their equ1va1ent are there

. in your department? o :

11, How many meetings of profe551ona1 assoclatlons w111 you have attended in the

“. In your op1n1on what is the current mood among your colleagues ‘in the department
-about. seeking and/or hiring women in' regular: faculty positions? How about v
~‘yourse1f9 (ATTACH ADDITIONAL SHEET IF NECESSARY) B T AL A o i

last three academ1c years, 1nclud1ng thls one’
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IV BACKGROUND INFORMATION (FOR STATISTICAL PURPOSES ONLY)

1. Your department ‘ 2. College )
' R %7
3. Your academic rank:,s/, lecturer ‘ assistant professor

2 ___research associate ? associate professor
3 acting assistant . full professor
. professor " other (specify)
4. Your employment with the university: full time half time
' 46/t z
5. Your sex: Male - Female
: ‘ AL : .
6. Your age: 20-29 30-39 . 40-49 50-59 60+
‘ 4871 ST CY 2 T8
7. You ;ital status‘;q/1 never married 4 divorced
2. married "~ widowed
3 ____ separated S —
8. How many children do you have?
51); . .
9, If you'are currently marr1ed what is the highest level of schoollng your spouse
: completed?
511 h1gh school or less 4 . MA or equ1va1ent
9 ~ some collega 5 PhD or equivalent'
3 AB or equ1va1ent
10. What was his/her major field?
‘ ' « 52-93/
11. Is your spouse employed now? Yes, full time “Yes, part time “No
: o , c , s4IL . ‘ z 3
12, If yes, what is his/her occupation7 ‘ - ‘ : ‘
“ 55 Y4 :
13. What is the hlghest 1eve1 of schooling your father completed7
e s1l1 h1gh school or less : 4', - MAor equ1va1ent
' some college . g PhD or equivalent
3 ~ AB or equxvalent
14. What 1s/was his occupatlon? .
- -sq7'

15, ‘What is the h1ghest level of school1ng your mother completed?
R o : ‘ " 6ol “high school or less MA or equ1va1ent
3

- some. college ‘ s PhD " or. equ1va1ent
AB or’ equ1va1 ent ‘ '

16} ‘Was your mother employed when you were llv*ng at home’
‘V‘Yee; always e Yes, somet1mes o No, never ‘

Zvr S LT o ;“?§5‘

17. If yes, what was her occupat1on’

D e 62~ 43/*—
‘”\18"‘How many years have you been at Dav1s? v
E : 64wes/ Tl g

e 19;EgGenera11y speaklng, how do you con51der yourself p011t*ca11y? “ ,

BeE . : eF : ‘left. 11bera1‘

adical

s o
e E

m1ddlemvf"h'“road
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Survey of Women

Married to Faculty Members
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UNIVERSITY OF CALIFORNIA, DAVIS

SANTA BAIBAIRA v SANTA (CfiL7

HBERKELEY ¢ DAVIS * IRVINE » L.LOS ANGELES * RIVERSIDE * SAN DIEGO * SAN FRANCGISCO

TASK FORCF O[\ THE STATUS OF WOMEN
OFFICE OF THE CHANCELLOR .
" DAVIS, CALIFORNIA, 95616

May 18, 1971

Dear Madam:

On- April 28, 1970, Chancellor James H. Meyer appointed a committee
to investigate the status of women on the Davis campus. In keeping
with 1ts charge, the committee has establisheq subcommittees to
investigate the status of women among administx/tlve pérsonnel,
'faculty, and students.

Many’methods of collecting information are being used. . Cne of

- them is an attitude survey of: all faculty members and a sample

of faculty wives. We would greatly appreciate your cooperation
in filling out the enclosed questionnaire. = Your cooperation is
essential 1f we are to secure an accurate picture of faculty
opinion. = The efforts of the various subcommittees. are being
coordinated, so that this should be the only occasion when we
will be asking your assistance. Your responses, of course, will
remain anonymous,  Our findings will be published in a report
next fall.

INSTRUCTIONS Please return the questionnaire in the envelope
provided to the Planning and Analysis Office, University. of
California, Davis. At the same time, would you please return the
enclosed post~card so_that we can record that you have responded

- without in any way jeopardizing your anonymity. If you have any
questions about the auspices of the survey," please call Nadine
Thomas in the Planning and Anal ysis Office (2 0250)

Thank ycu for your cooperation in this macter.: ' o o : i

Sincerely,‘

_}\c@‘% e Q/LL f 'S Flu\,

Dr. Kathleen Fisher, Chairman :
Task Force on' the Status of Women:
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o I PLEASE CHECK TIE APPROPRIATE SPACE SHOWING WHETHER YOU STRONGLY AGREE, AGREE,
v DISAGREE, OR STRONGLY DISAGREE WITH THE FOLLOWING STATEMENTS.

Strongly Strongly
Agrec  Agree Disagree Disagree

1. Many qua11f1ed women can't get good jobs, although men
with the same skills have less trouble.

5/1 X 3 4
2. In my opinion, children of working mothers are not as
well adjusted as children of non-working mothers.
YRR z Fy 5
3. Faculty members, regardless of sex, should be per-
o m1tted leaves of ahsence to take carz of young children,
. 7L Z B 4
4. Men in the academ1c~wolld are generally more career
oriented than their female colleagues.
: e/L L T3 +
S. Ir my opinion, in the tight job market such as we have PR ‘“%f“{”
now in the unlver51t1es, women really have no bu51neus ‘
pushing for 1ncreased JOb opportun1t1es e S , ‘
6. It seems to me that women are just as capable of doing
competent research as. are men. :
O/ 2. 3 “t-
7. Women should be represented on all Senate committees - o
; that have major respon51b111t1es for academic policy. ‘
u/ L ) = ] -
8. lemale faculty do not ‘publish as much as males in their
f1eld :
12/i 2 - 3 4+
9. Women should hold off making demands until more of the : ‘
' ‘demands of minority grou\ m°mbers are met. o :
‘ 13/ 2 -3 4
10.  The: un1ver51ty 'should make child-care facilities - '
available to all faculty members and employees. who
desire them. , , ‘
‘ : /L ~ -3 4
11. I would be reluctant to hire a ‘woman for a faculty -
- position because she .would probably not stay on the
mbaslmgasamm : :
, 15/ - L. 3 4
12, Age should not “c a criterion in admitting men- or
women to gradu = school ‘or con51der1ng them for
‘ faculty p051t10ns ~ :
: oL 2 3 4
13, Women are’ pr Hably not as good at cr1t1cal th1nk1ng
' as .mén

L I/t 2 R

ld.'"Female appllcants for faculty p051t10ns should be,s T ‘
 sought out and given- preference until their: numbers

, on the" faculty approx1ma1e the number of women' tra1nec

Ixfninfthe f1eld ‘ o : R

o ,ﬁ,ﬂe/L]‘ lc;z_‘“ S .




15,

16.
17.
18.

19.

o
21, W

22.

23,

24,

26.
127,
28,

Strongly
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Strongly

Apree Agree Disagree Disagree

lHisbands and wives should be able to hold faculty
positions in the same department so long as each does
not participate in promotional decisions regarding

the -
‘ ) ) /1 2 =y
The huszwand of an academic woman is. often forced to
perform domestic duties that should not be his
responsibility.
20/ L 2 24
Sexual tensions are 11kely to cause problems when
women are on the faculty
, ‘ /L Z 4
Generally speaking, women do not handle professional
status with much sophistication or restraint. :
‘ o ' 22/ 1 Z P
Men who regard faculty women favorably usually change
~ their minds when they have to work closely with them
"~ on departmental cbmmittees. S
B : 23/L 2 +

‘People tend to find hlghl) successful women pertlcu- "

larly threatenlng : '
Women faculty are more lllely to take a personw.
interest in students than are men.

‘ ‘ S ‘ 25/L - 2. “
Persons with lectureships or research appointments. o
should be periodically reviewed for advancement to
assistant professorships or higher, _ ‘

g ‘ /1 2 “
~Itiis 1mportant for femal : students to have female ’

facultv to turn to.

v ‘ e 2 @
Women tend. to be better at .teaching younger under- '
graduate students than at teachlng advanced graduate
students.‘

A , . ‘ , . : 28/ 1L - 2 4
Graduate education for women is a.poor investment '

"since'they‘often do‘not ‘use their training.. ‘ ,
’ : 29/1 + 4
Few. women. are capable of being good w1ves, mothers,‘ ‘
and profe5510nals 51multaneously R o ’ o

: o L 2 4
~Ceneraxlv spoaklng, my mather was probably smarter
than my fathfr, ‘
; LIVE T . )
Al Fﬁmdl f'should be permltted to hold less than fully
i “intments. without prejudice, to eligiblllty for‘
; *enure, and sabbatlcnl lesve , ‘ s ‘
s ' - ' y‘lx/r S A
‘Depvxtmeﬂts u1th small percentages of women graduate ' L
ﬁ-7students should act1ve1y” ecru1t more women.,~ o AP SRR
i i, g : RS U L

‘dyfThe truly qua11f1ed women in my freld have no_- Erouble
‘ach1ev1ng recognltlon andfgettlng“ahead : £

/»»3
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Strongly : Stronglv
Agree Agree Disagree Disagree

31. Provision should be made for pa1d maternity leave for-
female faculty.

. Iy L 2 3 s
32. Women should be considered for fellowships and other
support without consideration of their marital status.
&/
33. Professiunal competition between a husband and wife is
bound to be harmful to a marriage, '

’u
o

“}-

34. Men generally have an easier time getting research }
grants than their female colleagues, B e

35. Women should be included on every departmental com~'
mittee of graduate admissions.

. 39/1 z 3 <+
36. In my opinion, departments with more women on their '
faculties have less prestige than those with fewer.

41 2 >

37. All other things being equal, if confronted with a

’ ch01ce between a2 male or female candidate for a
faculty pos1t10n I would favor the male,.

4/ L z -3 “
38. I: generally find it d1ff1cu1t to work closely with a
woman in a profess1onal context without becoming
' conscious of her as a sexual person. :
i ‘ ' 42(1 z 3 4
: 39. A Department of Women's Stud1es should be organlzed -
-at Davis if there is a demand for it.

43/1 2z 3 T x

40, A stand1ng committee on the Status of Women at Davis ' :

‘ should be appolnted “s Teport ‘annually on the
progress. of .the campus in ach1eV1ng equal1ty of
opportun1ty for women.

44/1 z 3 2]
41, . F1nanc1al assistance. for graduate Students should _— R
increase w1th the number of dependents. ,

» =TT 3 T
42, eDepartments should actively seek women faculty membe*s ' '
even when some male faculty are opposed to the idea.’

_ folt 2 = , 4
.43, Few men are capable of Leing good husbards, fathers ' R :
" fand pro’esalonals S1mu1taneously.

S

| ‘ ' A oo 4
44, Husbands and wives who both have faculty pos1t1ons

always end up competing with each other, whether -
they 1ntend to or not.,

THel 2 3 s

45, - When- raculty p051t10ns become open, they should always
- . be llsted publlcly 1n the. 0ff1c1a1 organs: of profes~
o g .51onal assoc1at10ns SO that all 1nterested persons
‘:{Z7f3~ ' ’_)have an opportunlty to apply. :

o RE I T TE
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I1 PLEASE INDICATE YOUR IMMEDIATE FIRST IMPRESSION OF WHAT A TYPICAL FEMALE FACULTY
- MEMBER IS LIKE BY PLACING AN X ALONG EACH DIMENSION IN THE APPROPRIATE AREA.

For example, if there were a "hot...cold" dimension, and your immediate
impression of a female faculty member is of one 1 0 is fairly cold, then you
would mark an X in the area closer to the “cold" end of the continuum.

hot L - X '~ cold

TYPICAL FEMALE FACULTY MEMBER

tense . ] . N . . ‘ .
o z X 3 x———— calm
passive | _ , . - B . aggressive
571 2 3 ) — .
dependent | B L N . , independent
Saf1 2 3 + 5 <
emotional | L 9 ) .,/ logical
{ F3/1 z 3 4 5 ™
feminine I N S . . masculine
‘ Fafll 2 ¢ 3. + s e :
irrational N Ve, rational
‘ ’ 5571 z E 4 T8 <
unproductive , L R . , productive
: T z 3 + 5 2 C
open | L | X . closed
C /1 2 -3 S 5 Y : B
demanding. N L \ N _ accepting
SRR ST Geh % 3 F 5. v ‘
ambitious . oo o N ., unambitious
BEEYIR 2 004 ] « -
. cooperative . L NS , competitive.

¢oft . - 3 4 5 2
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%  NOW PLEASE MARK EACH GF THE FGLLOWING DIMENSIONS ACCORDING 70 THE SAME INSTRUCTIONS,
; BUT THIS TIME FOR YOUR IMPRESSION OF WHAT. AN IDEAL FACULTY MEMBER (EITHER MALE OR
FEMALE) WOULD BE. | ,

IDEAL FACULTY MEMBER

" (Male or female)

tense, RN N . R , calm
alft z 3 4 5 Z
~ passive N L , N ., aggressive
C ¢2/L - R s & ‘
dependent L e R N , independent
: IAYEN 2 T 5 - :
emotional _ S L A , -, logical
e4f1 2 ES 4+ 5 &
feminine = =, N ) . , masculine
es/L 2 3 £ S 2 ‘
irrational A N N , N - rational
. ' "‘l.'_fl 2 ] Y 4_ N ‘-_:' ] G : .
~ unproductive . - L4 4o, - productive’
' w71 2 3 < 5 . o
open - L, L |  closed
demanding - R N L _.-accepting -
el 2 EEE 5 2 :
‘ambitious ., . . - . , unambitious
' qeft 2 R DY S ¢ L
cooperative . vy N , competitive
: : 11 Z 3 4 5 ra ."'

s
3
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ITT TiHE FOLLOWING QUESTIONS REFER TO THE SITUATION OF FACULTY WIVES AT DAVIS,

1. Do yvu live in Davis? Yes No
5T E
2. How many years have you lived in or near Davis?
o ‘ 57
3. How many children do you have?
‘ : , Y
4. How many of your children are of pr-school age? .
7
5. How many more children do you intend to have?
6. What is your age7 20 29 30-39 40-49 50-59 60+
: UL - - . —
7. What is the highest level of schooling you completed?
ooz high school or less 4 MA or equivalent
a ” some college ‘ s PhD or equivalent
~ 'AB or equivalent
8. What was your major field? .
‘ , ' ‘ 1314/
9. What is your husband's field?“ b
] \%lu/
10, What is the hlghest year of . schoollng your father completed7 ‘
‘ 17/t high school or less 4 MA or equivalent
o gl __some college 5 PhD or equivalent
i ' 5 AB or equivalent
11. ‘What is/was his oecﬁpation?
] 19 - ‘(A/
.12, What is the hlghest year of schoollng your mother completed?
T ’bh h1gh school or less s MA or equivalent
L . some college L = PhD or equivalent

— 5
3 AB or equ1va1ent .

13. ‘Was your mother employed when you were 11v1ng at home?

Yes, always D Yes, sometimes h . No, never :
) ' ’QL o 2. S L TTE

14, ‘If yes, what was her occupatJon9

- — 2Z- z%/
15, What is the most 1nterest1ng employment you ever had? Do
: B 2425/
16. Are you employed now? Yes, full time - Yes, part‘time ~ No
‘ I6/1 ‘ oz >
17. If~yes, where do you work? v R, '
‘ . 901 ~Davis © . . : . 4 Dixon
9 Winters ‘ g 5 . eacramento ‘
4 , Woodland TR L Other’ (spec1fy);

TR
“’-.
(o]

What type of work do you ' dp? i
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19. Do you feel that your present employment makes full use of your education,
training, and talents? Yes No
2o/ 1 2
20. Would you like a better job if you could find it? Yes . No
/71 7.
21. If you wouid like a betier job, or if you are not now working but would like a
job, what type of job wwuld you like to have? 32-33/

- iﬁl

22. If you are not worklng now, are i..cre any conditions under which you would
consxder working' (CHECK ALL THAT APPLY}

gl If I was offered an interesti ng job

36/1 If I was offered a well-pay1ng ‘job

a1 If I was offered a job that fully utilized my qual1f1cat1ons
3 /L - If I could work part time

A 1- If child-care services. were ava1lable
Bis1 If I could find household help
' Other (spec1fy)

A1
23, How does your husband feel about your‘work1ng7 ‘Would he prefer that you:
Stay home? - Work part time? Work full t1me°
; /L . R 2. )

24, What do you perceive as the greatest obstacles that faculty wives face in
f1nd1ng satisfying employment in or near- Dav1s7 (CHETK ALL THAT APPLY)

) 42/ " . No. obstacles
i 45/1 Not enough jobs
4;/1 Not enough interesting or well-paying JObS
45)1 Lack of child-care facilities
4L/1 Lack of household help ‘
AL 'Dlscr1m1natlan against h1r1ng faculty wives
¢/t ~ Other (spec1fy) ; , _
25. Have you ever had problems w1th anti-nepotism regulat1ons either‘here at
~ Davis or elsewhere? Yes = .. No '

AL Tz
26. ‘If yes what were the circumstances7

27, Have you ever enrolled in any classes (regular or extent1on) at the Dav1s campus

or other colleges nearby7 Yes - " No
: Sofl Z B -
- 28. ‘Are you enrolled in any clagses th1s academ1c year’ Yes No
‘ . : s T2
29. If yes are you work1ng toward a degree? Yes No ‘Which one? ‘
30. If no, have you con51dered return1ng to school? zYes . No : .

SCTYENRS 7

-
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31. What do you perceive as the greatest obstacles to your being in or rcturnlng
to school? (CHECK ALL THAT APPLY)

&1 No obstacles

el I'm just not interested

.. Difficult of competing with younger students

s57/1 . . :
S¢fl Not good enough grades in the past to get admitted
~q)1 Lack of encouragement frcm family, friends

cofL Lack of child care faciliii.s

af1 Lack of household help
¢ 21 Too expensive
Pl Not worth the investmeiit in time or money, considering the difficulty
- of finding good employment later
¢4/1______ -Discrimination against faculty wives
51 Other (specify)
32. Would you say that you spend quite a bit of time helping your husband in his
career? Yes No
c¢7TA P

23, If yes, in what ways, mostly?

34, Would you say that your husband spends quite a bit of time helplng you with your
own education, career, or household work? Yes No

el - 2.

3 35 * yes, in what ways, mostly?

36. What kinds of activities out51de the home are you 1nv01ved 1n7 {not ‘counting
' employment or school) - ,;f ;

37. In general do you think: that' the activities available for faculty wives at
Dav1s are worthwh11e7‘ Yes ; " ‘No - ‘

< T T , A
38, What changes, 1f any, do you thlnk are needed to 1mprove the 51tuat10n of faculty
" - wives at DaV1s7 (ATTACH AN ADDITIONAL SHEET IF NECESSARY)
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Appendix 3.
. Survey of Academic
i '

and Non-Academic Staff

s

-
i
2
%




CHALCELLOT'S 178K FORCE

TT
EMPLOYMENT OPLORTUNITIES ‘XLI 23
MAY 6 1971
WITH THE UNIVERSITY OF CALIFORNIA '
3 DAVIS CAMNPUS
To cnable us to obtain current knowledge of employment opportunitics and cuployee
reactjons to their employment situation at UC Davis, we of the Task Force would
appreciate your completion of this questionnaire. If vou would like to discuss
further the questions raised here you may include your name and phone numbor and
we w' !l contact you. All answers and conversations will be confidential. Please
return the completed questionnairz to:  ~hancellor's Task Force, Room , Mrak Hall.
Thank you for your cooperation.
1. Is your position (1) academic , (2) non-academic 2
2. llow many years have you been continuously empleyed by UC Davis?
(1) Less than 1 year,.
(2) More than 1 & less than 3 years.
(3) Over 3 years.
3. Number of people you supervise directly?
4. Highest level of education: (1) High school (3) Master __
. ‘ (2) Bachelor ‘ (4) Ph.D.
5. Sex: (1) Male , (2) Female
. 6. Are you married? (1) yes » (2) no
? ‘7. Are you :he primary financial support of your family? - (1) yes 5 (2) no
8. Do you have dependent children? (1). yes ., () no -
9., Is your present job funded by grant money? (1) yes ;s (2) ne
10. Gross month1y~salary‘ L o | ’ ..
11}. Is your present job: (1) parthtime s (2) full-time .
12. Do you-prefer: (L part—time o , (2) full- tlme .
13. If you are not satisfied w1th your present Job, please check one or more of
- the follow1ng reasons: .
(1) "Low salary. S § '~(4) Personality conflict.j ,
~(2) ‘Under-employed. S (5) Insufficient merit increases.
(3) Lack of advancement ~ (6) Other - please spcc1fv . RIS
 opportunity," : ‘ . ‘ )

5 (2)wnoi;_____

14, ‘HaVé'you ever sought'another‘position'on this campus? (1)‘yes

15."1f1so, werqﬁyou“suecessful? (1) yes _;Ji*,e(2);no _
ﬁIf you ‘were not succeszul ,why’ R ' T
‘ (1) No.position in. area of 1nterest available.kf 
@) Not.. qualifled by educatxon and/ox experionce."
(3) Person with higher education or skill., level hlrcd
1" of ' "Von job Loo short- S

——
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17. Have you experienced any discrimination in seeking employment at UCL?
(1) yes , (2) no

~18. 1f yes, what do you think was the basis for this discrimination?

(1) Race (4) Age
(2) Nationality } (5) Religion
(3) Sex - ) (6) Other - pleasc specify R

19.-'Have you received a promotion Whlle smployed with UCD?
(1) yes ’ (2) 1

20. " If you have not been promoted, -My:
(1) Have never sought p~. =tiomn,
(2) No opportunity for promotion.
__(3) Not in present job long enough.
(4) Not eligible for promotion.
(5 1 do not know.
(6) Other - plecase specify

'~ '21. Has your spouse sought employment at ucD? (1) yes s (2)
22, ‘Was he/she successful? (1) yes , (2) no

23, 1If not why? :
A, Was not-sent on 1nterv1ews by Pdrsonnel because:
(1) Nothing open at the time.
(2) Skills not adaptable to University JObS
(3) Jobs offered not of interest.
_(4) othex - please specify __

¢
5
3

B. Was not hired by Department interviewing because:

- - (1) Person with higher qualification hired.
(2) Length of time he/she could stay at job too short.
(3 other - please specify '

24,  Have you. received a merlt salary increase Whlle employed at UCD?

‘ (1) yes s (2) mo
If yes, please indicate the number of tlmGS in the last 4 years that you have
recelved a. merit increase in each percentage amoupt'

(1) 0%
(2) 232‘
(3) 5%

&) 7%%
'25.. Have you been satisfied with merit salary inereaSes?_ (1) yes » (2) no

” 26}}‘Hayekydu‘hadlaemefit'increaee appealed?.‘(l) yes ,,(2) no

/'f27¢. if Yeé,'was the appeal gtanted9 ‘(1)‘yeé‘

U _ @ om0 __
fay..“ - "WOMEN "ONLY
28, Have you ever. requested a leave of absence for maternlty 1eave7~
' ' . (1) yes Lo (2) no . :

;:'waspthe leave granted7 (1) yes ,‘(2)<n0 N

Hf]fpyes, who graﬁted“it? (1)“superyisor ‘ ,”(2)‘?er$onﬁel
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31. How long was the leave?
: (1) 0-2 mos. ‘ ; __(3) 4-6 mos.
(2) 2-~4 mos. _ - (4) Over 6 mos.
32, If leave was not granted, did you appeal? (1) yes . , (2) no o

ANSWER‘ONLY I¥ MALE AND WIFE FORMERLY WORKED FOR UCD AND NO LONGER DQLS .,

33. While employed was wife ever refused a leave of abscnce for maternity lcave?
(1) yes R "(2) no

34. 1If yes, was it refused by (1) supervisor 5 (2) rersonnel ?
35. Did she‘appéal? (1) yes , (2) no .
| ALL

You are invited to utilize this space 'to make any comments, either favorable or
unfavorable about your employment experience at UC Davis. i
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Appendix 4.. 7
Questionnaire for Lectureys :
.

ERIC

BRI A 170 Providod by ERIC o ) : R . L B T 3 A R - -
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Memo to UCD Lecturers

from Barbara Adams, Susan Crockenberg, Margo Kaufman and
Jane W elker

Last winter the Chancellor established a Task Force to gtudy the
Opportunities for Women at UCD and we are members of a sub-committee
.‘studying the opportunities for faculry women . on our .campus.

As we gathered a variety of material we became very interested in
;the lecturer category because of the variations in defination of
this position, The Task. Force/has beeu charged with gathering
information and making recommendations, and we would-like to

include both data and recommendations abnut tbe lecturer category.

- We are enclosing a brief questionaire to help us gather this
~information. ~The data you give us is strictly confidential and
will be used only to draw inferences about the situation of lectur-
- ers as a group, We would very much appreciate your help by com-
pleting the questiomuaire., If you have any questions, please
‘call Janz Welker, 752£959, : e
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QUESTIONNAIRE FOR LECTURERS

Department o l Full time Percentage/part time

Length of employment at UCD Do you have security of employment?y

Highest degree you have received: Are you male _ female
Are you‘paid on a 9 month pay eckrdule? 11 month schedule? by
. the course? ’ ; . A. |
Are you eligible for merit pay increases? ___ retirement ? healtl
insurance? ) _ Paid vacation7 o sick leave? .
How . many- units per year dc- you teach’ . Who makes up your teaching-
load? | B
Do you have a choice in what you teach? I ‘in when you teach? -~
‘Dojyou work with RA s ;;_;_TA‘S R In what capacity
Do\you have dutiesvother;than teaChing?'__;_hlf so, what are they
;(, Do you serve on departmeatal ~ommittees? ______If so, what are they
Do you gerveoon campus wide committees? _____.If so, what are they?
Doeé your department have'deoartmental”meetings 1 If s0, "do you'
attend -~ Do you: have a vote on departmental policy decisions? ;_;
‘If‘not is. youcopinion requested? ﬂ - ,
How, is your job defined? e ‘5“.‘ "TV fu Who defiued
1t? .“' N Would you like a: clearer defination? ;
Can you apply for research funds7 ;_L;; do you have time to do reSearch
o Are you involved in a research proJect7« If so, are- you
: the principal investigator? S If not, would you be 1n*erested in
j;doing researcii if there was the time’ and money ok '
Do you have any comments, suggestions about the 1ecturer category ia .
~ general or about your position in specific? Do you have any rocomndw¥ﬁa
R o fhdations to make about the 1ecturer category? Please use. reverﬂe °ld° Can
‘1{*} o o if necessary. : : 2 ' A |

L

‘Please return to Barbara Adams, Anplied Behavioral Sciences, Walker:nu*

f“un'll P IO nnnnilﬂp
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Appendix 5.
Independent. Surﬁey of
: ) ‘ ‘ - ‘Undergraduate Women at UC Davis

Conducted by Janina Jacobs and Phyllis*JacoBs

o

Doy
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L, Who or what influenced tmese embitilons ¥ {family,. sriendin, teayiivi. ooty
counselor, soneons ln the field, movies, %V or %) Plsase be suacifi. .

B o -2 e

e e T R g ST AMAT AT AN R

I AL V3 TN % T P L € T T N ISR s 30

15, What other plans did you have for your adult 1ife?

T NI TIBNLTT PR AT PRI LT

16, Did you r»&lly want to come to the university?

AN TR W RN T R T T L Y o T T W T ST ¢

17, How long had you been planning on & college edussitiocn |vefwxes snteying ¥
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If so, who?

17 Uns;she/he‘helﬁful?
| .
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In what »ay?
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39. Did bha/hq encourage you in your own aubitions?
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 #7§ Hhat are you p&anning to do immadiately after gradu@ 1an?‘

Gradnnte schoolo whau area?

who or what 1nf1uenced this decision? oo

| Mhrrlage anﬂ/or child raisingo‘

Job or prefesslonal career (specifv)
Other (ape¢1fy) ‘ |
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UNIVERSITY OF CALIFORNIA, DAVIS

BEUKELEY « DAVIS « IRVINE » 1.OS ANGELES '« RIVERSIDE * SAN DIEGO * SAN FRANCISCO [ SANTA BARBARA ¢ Srl.\'T.-\ CRUZ

‘OFFXCE QF THE DEAN OF STUDENTS DAVIS, CAL]FORNXA 956[6

 November 23, 1970

~kDear Senior and/or Graduate WOman at u.Cc.D.

Recently a Task Force was establushed by Chancellor Meyer .to. make
an un-depth study of opportunuties for women at the UnlverSIty of
Callfornoa, Davis, As a sub-commnttee on thls task force, we are
‘surveylng senlor and graduate women in.an attempt to ascertein
their. |nterest hwandencouragement towards. -a.career in administra-
‘tion, It has become obvious that there Is a dearth of ‘women -

admlnlstrators on" thls campus and we ' hOpe to get lndlcathﬂS as
‘to the reasons for thls.;, S

. _ kwrll you please take a moment to complete the enclosed questuon-
(f,‘ a ,“nalre7 You may ; then mail it in the enclosed envelope or return it
’ L In: person ‘to the- Offlce for Student Affanrs,,second floor, South
Hall. We’ apprecuate your assistance in this: effort to make.
‘recommendatlpns ‘to Chancellor Meyer for more. consnderatuon of
'4women at: the University of Calufornla Dav;s.‘*: -

Sincerely yours,~'

/a% é &/wc /,e/*m.

" Mrs. Ruth E. Anderson. pean of WOmen
' _Chanrman‘ )

‘ for the Sub commuttee on
‘“‘Opportunntles in Administration
“Unuverssty of Callfornna Dav:s

hMrs. Donna Heldanus, u. C D Bookstore

bre Barbara Heller, Physlcal Education
Dr. ,George K. York Food Sclence

" Enclosures




i

Please return to: Dean of WOmen

5'a. Any Adminnstrators? ‘YYes“‘ Noj

. Do yow requlre any FlnanC|al And? ‘Yesv No

South Hall, Second Floor
University of California, Davis

. November 23, 1970

'SURVEY OF SENIOR ANZ/OR GRADUATE WOMEN. U.C.D.

Whzt is your major?

."Do‘you plan’tO‘seek empioyment‘in your«major? Yes" No

Are you |nterosted in an Admnnlstratlve pos:tnon in your career? Yes No

3.a. 1If answer is ”Yes“ are there addat;onal things you must do to
qualory? Please list.

3 b'u If answer‘ls “No“ please expla{n why‘not

. Have you been encouraged or duscouraged in pursutt of your maJor7

Are there any professtonal women |n your famnly? Yes. ~No |

"6ra‘ ~If “Yes does thlS l|m|t your amount of educatlon7 ‘Yes' “No
6 b, f ”No” do you |ntend to study for advanced degrees? Yes No:

. iHave you been told that JObS for womnn ale in short supply in your
‘fleld7 Yes. No:. = .

Do _you expect to recenve the same salary as a man in. the ‘same posn-
tlon? Yes ~No.. ‘

: 8 a. f “No”‘ why not7 '

.‘«WOuld you encourage a younger female friend or: relatlve to: follow .

your maJor. Yes No Please explaln ‘why, -

.tnDo~youhthink women‘arevcapable of Befng‘the "Boss"'? Please explain,
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. Apbendix 7. N

i

- Selected Bibliographyi

 The Status of Women in American Higher Education

1 5Reprodu¢ed from Harris, Ann Suthérlénd,

"The Second Sex in Academe", AAUP Bulletin, fall, 1970.
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Millett Kate, Token Learni_g Report from the Education Commlttee of
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Ross1 Alice 8. ”Women in the‘Seventies' Problems and Possibllltles

article adapbeﬁ<from a; Speech glven at- the' Conference on: Women, held
at ‘Barmard College, April 17, 1970, :Barnard Alumnae, Spring," l970
The material willl be expandedainto a'chapter in.a book ed1ted by
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stcdy of women -at :the State University of New York at Buffalo)
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Simon, Rita James Park Shirley Merrltt Galway, Kathleen. "The Woman
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. Appéndix‘S.

WOMEN'S LIBERATION MOVEMENT BIBLIOGRAPHY

Developed by the staff of College and

University Business magaziﬁe,kl970; McGraw~Hill Inc.
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Gassarva, Beverly B. (ed). dmerican Wemen: the Changing I
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Text Serial No. 69-19, 377.
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- "Abortion, Child Carc, Heaith -- papors trom the o Lealth
Project.” Deun, Heather. "Sexudl Caste swstens (O Passing
Two Whores and a hun. '
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liberation; slides and tape show done by 3 Oberlin women.  Penn Garvin and
Linda Steck, Tank Co-op, Oberlin College, Oberlin, Ohio 11474,

"Sweet 16 to Soggy 36: A Saga of American Womanhood,' skit by Cloveland WAl
Cleveland Women's Liberation Movement, c/o The Outpost, 13037 Buclid Ave., Last,
Cleveland, Chio 44112.

Traveling Media Show. Andrea Scheriizr, 1010 Mass Ave., Cambridge, Mass. 02138.

Slides and tape'ghqw on roles of women. 'Glide Memorial Women's Media Show,
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Appendix 9
STUDENT ENROLLMENTS
24 ACADEMIC UNITS

GRADUATES AND UNDER«w:RADUATE MAJORS*
Winter 1972

U

Undergraduates Graduates
Department Men Women Tc+-1 7% Women | Men Women Total % Women

Botany 6 12 18 66.7 23 13 - 36 36.1
Chemistry 66 6 - 72 8.3 69 8 77 10.4
Zoology © 169 76 245 . 31.0 36 11 47 23.4
Mathematics 78 45 123 36.6 41 9 50 18.0
Physics - 47 4 51 7.8 45 2 47 - 4.3
Anthropology 36 57 93 61.3 24 18 42 42.9
Sociology 38 85 123 69.1 23 14 37 37.8
Political » ' ' : ,

Science 180 48 228 21.1 22 7 25 24.1
Psychology . 162 214 376. 56.9 14 C11 25 44.0
Economics 124 17 141 12.1 40 6 46 13.0
History 141 148 289 51.2 39 - 20 59 33.9
Art & Art ‘ ) o ‘ :

History - 55 142 197 72.1 19 13 32 40.6
.Philosophy 19 6 25 24,0 16 319 15.8
English 85 215 300 71.7 46 27 73 37.0
Foreign ' :

__ Language** 32 131 163 80.4 | 31 58 89 65.1
Biochemistry ‘ :

(Ag.) 47 24 71 33.8 54 14 68 20.6
Food Science . ‘ | : : v :

& ‘Tech. . 30 25 55. 45.5 46 15 61 24.6
A.B.S.%*%% 65 . 574 639 89.8 | 28 - 29 57 50.9
Animal _ : '

Science o 83 61 144 42,4 20 .1 .21 .- 4.8
Agrlcultural S . . A

' Econ. 26 2 . 28 7.1 1430 44 2.3
Medicine R - - = - ‘ — ‘ ‘

Education -— == - - 71 . 166 ~ 237  70.0
Law ~= - e 408 - 61 469 13.0
‘Engineéring - - 759 10 796 1.3-4299 4 303 1.3
Campus Totals = 2248 1902 4150 ~45.8 11457 =» 511 1968 26.0 1

*Graduate and Undergraduate student counts, Offlee of the Reglstrar
(REE4203 & nEE4205) : ‘ :
~ **%German, French, Italian, Russlan, Spanlsh ‘and Cla551cs
***Undergraduate——A B.S., Deslgn, Child Development,. Ag. Educatlon
Graduate—~Ag Educatlon and Child Development ‘

:.Aﬁ’“"-'\ -
¥-
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aypendix 10

e@,\
A | TEACHING -ASSISTANTSHIPS*
24 Academic Units
Department ' Men Women % Women
Botany 10 3 23.1
Chemistry 42 5 10.6
Zoology 19 -5 20.8
" Mathematics ‘ 18 -5 21.7
Physics , 19 1 5.0
Subtotal 108 19 15.0
Anthropology 6 5 45.5
Sociology "5 5 50.0
Political Science 8 4 ‘ 33.3
Psychology 6 6 50.0
Economics 10 2 16.7
Subtotal 35 22 38.6
History 16 5 23.8
| Art | 9 3 25.0
i Philosophy ' 3 3 50.0
A English ‘ 24 15 .- 38.5
Foreign Language 10 23 69.7
Subtotal ' 62 49 44.1
Biochem~physics B 4 3 42.9'
"Food Sci. & Tech. i - -
A.B.S. - | 0 6 100.0
Animal ‘Science - 5 0 .0
Agricultural Economics 3 0 .0
Subtotal Co12 9 42.9
Medicine — -
Education . - - -
Law ' C - - -
Engineering 26 0 .0
Subtotal 26 0. .0
TOTAL @ = - = 243 99 28.9

. *Source—fTaSk'Forceﬁoh~the'Status of Women: AVeragevAcademic‘.
. Salary:Run,:November, 1971. : :
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. ‘ Appendix 11
t DEGREES CONFERRED - 24 ACADEMIC UNITS
' GRADUATE DEGREES, UCD, 1967-68 THROUGH 1969-70

PhD : MA/MEd/MS

Department - Men Women Total % Women | Men Women Total 7% Women
Botany 18 3 Zi 14.3 18 5 23 21.8
Chemistry 31 0 31 . 0 6 0 6 0.0
+Zoology 18 1 19 5.3 17 11 28 38.2
Mathematics b 0" 4 .0 18 4 22 18.2
Physics 10 0 10 .0 24 1 25 4.0
Anthropology 0 2 2. 100.0 18 10 28 55.5
Sociology 0 1 1 100.0 16 6 22 27.3
Political

Science 1 0 -1 0.0 33 11 44 25.0
Psychology - - -~ foe— - 2 -3 5 60.0
Economics 2. G - 2 0.0 20 0 20 .0
History ‘ 4 -1 5 20.0 41 6 . 47 12.8
Art - - - - 24 9 33 27.3
Philosophy 0 0 - ~-= 5 2 7 28.6
English 12 5 17 29.4 24 15 39 51.8
Foreign ’ : :

Languages 1 1 2 50.0 13 49 62 79.0

/ Biochemistry 40 6 46 13.0 5 1 6 16.6
! Food Science ' ‘ :

& Tech. - -— — - 55 (12 67 '17.9
A.B.S. - - — p—— ©-33 23 56 41.1
Animal Science = -- - - - 24 1 25 - 4.0
Agricultural '

Economics 18 0 18 .0 49 0 49 .0
Medicine ~ -= —— - - - - —_ -
Education. -— - - - 2 1 3 33.3
Law L [T ‘ - | —— — —_— —_— -
Engineering 55 2 57. 3.5 127 0 127 .0

Source——Eérned Degrees-Conferred;'OE 72—2,‘1968—1970.
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Appendix 11

i | DEGREES CONFERRED
: 24 Academic Units

PhD Degrees, UCD, 1967-68 Through 1$69-70

Academic Unit Men Women % Women
Botany 18 3 14.3
Chemistry - 31 0 .0
Zoology 18 1 5.3
Mathematics 4 0 .0
Physics 10 0 .0
Anthropology 0 2 100.0
Sociology 0 1 100.0
Political Science 1 0 .0
Psychology 0 0 -
Economics 2 0 .0
History 4 1 20.0
Art ‘ - — -
Philosophy ; : 0 0 .0
English 12 5 29.4
Foreign Language 1 1 50.0

i Biochemistry 40 6 13.0
Food Science & Tech. S = To—— -—
A.B.S. ‘ - - -
Animal Science — - -
Agricultural Economics. - 18 0 .0
Medicine ‘ - - A -
Education - - -
Law . - - -

Engineering . - + 55 2 3.5

Ry
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DEGREES CONFERRED
24 Academic Units

MA/MEd/MS Degrees, UCD, 1967-68 THROUGH 1969-70

Academic Unit Men . Women % Women
Botany 18 5 21.8
Chemistry 6 0 .0
Zoology 17 11 5.2
Mathematics 18 4 18.2
Physics 24 1 4.0
Anthropology 18 10 55.5
Sociology 16 6 27.3
Political Science 33 11 25.0
Psychology 2 3 60.0
Economics 20 0 .0
History 41 6 12.8
Art 24 9 27.3
Philosophy 5 2 28.6
English 24 15 51.8
Foreign Language 13 49 79.0
Biochemistry -5 1 16.7
Food Science & Tech. 55 12 17.9
A.B.S. (MEd) 33 23 41.1
Animal Science 24 1 4.0
Agricultural Economics 49 0 .0
Medicine - - -
Education 2 1 33.3
Law - - -
Engineering 127 0 .0

Sk
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- ‘ Appendix 11

DEGREES CONFERRED
24 Academic Units

AB/BS/1st Professional Degrees, UCD, 1967-68 Through 1969-70

Academic Unit Men Women Total % Women
Botany 10 8 18 44.5
Chemistry 76 17 .93 18.3
Zoology ‘ 149 70 © 219 32.0
Mathematics 87 50 137 36.5
Physics 33 3 36 8.3
Anthropology 35 ‘ 72 107 67.3
Sociology ‘ 27 125 152 82.3
Political Science : 212 91 303 30.0
Psychology ﬁ 136 242 - 378 64.1
Economics 121 26 137 17.7
History : 164 258 422% 61.2
Art 28 171 199 85.8
Philosophy 21 4 25 16.0
English ‘ 90 320 410 78.0
{ Foreign Language ° 41 199 24 82.9
Biochemistry 16 10 26 38.4
Food Science & Tech. 20 17 37 46.0
A.B.S.%% — — - _—
Animal Science ) 58 28 ) 96 32.6
Agricultural Economics 43 0 43 .0
Medicine** ‘ - - — -
 Education (credential 363 1006 1369 73.4
Law 1968-70 = . - 130 6 136 N 4.4
'Engineering (ug.) 409 5 414 1.2

* Includes 24 degrees in American History & Literature.

%% A.B.S. and Medical degreas too recent to list.
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Available Pool of Doctorates

Eight-year Produc tion Nationally and 5 Top-rated Schools

1969-70 Production, Nationally and 5 Top-rated- Schools

PH.D. PRODUCTION

Discipline ‘ Men Women % Women

- BOTANY

1963-70 1 _ .
National _ 5 - 1,264 179 12.
Five Top Schools A 206 34 14.

1969-70
National 196 27 12.1
Five Top Schools 32 _ 4 11.1

N &

CHEMISTRY

- 1963-70 ‘
National 10,817 849
Five Top Schools o 1,024 . 61 5.6
-1969-70

National 1 | 2,000 167
Five Top Schools 170 - 7 4.0

~J
(W8]

~J
~J

ZOOLOGY

1963-70
National 1,702 286 14.
Five Top Schools**

1969-70 .
National 370 42 10.2
Five Top Schools#*#*

£~

MATHEMATICS

1963-70 | : |
National -~ - - S - 5,003 361 ‘ - 6.7
. Five Top Schools. 1697 35 4

1969-70 | | |
National : o 972 78. 7.4
Five Top Schools | 115 9 : 7.3

- PHYSICS
1963-70 S o . |
National L 7,694 177 2.2.
Five Top Schools : 1,254 33 : . 2.6
1969-70 : R ; o
National =~ o 1,402 37 2.6
Five Top Schools _ - 179 S50 2.7

#'Notes aré‘giveﬁ on p. 8.

**Not' reported in a retrievable form.
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Discipline Men Women % Women
HISTORY
1963-70 ‘ ‘ )
National 4,284 605 12.4
Five Top gchOols 1,175 180 13.3
1969-70 ‘
National" 901 137 13.2

" Five-Top g§chOols L 239 43 15.2

ART HISTORYS

11963-70
National*® v o
_Five Top §chOols 162 96 37.2
1969-70
National® :
Five Top. §chools : ‘ 24 20 45.5
.  PHILOSOPHY
g 1963-70 : . \
National ‘ o ‘ 1,365 162 10.6
Five Top §chOols 152 22 . 12.6
1969-70 -
 National ‘ 303 41 11.9
Five Top §chQols o 32 5 13.5
ENGLISH -
1963-70. | o
National = : 4,518 1,615 26.3
Five Top §enools : 576. 176 23,4
1969-70 R | |
National ‘ 832 373 31.0

FiVe Top §chools ‘ ‘ 90 32 26.2

FOREIGN LANGuAGES

1963-70 , ‘

National : 1,839 925 33.5
Five Top scb001S‘(See Pe 69) 528 254 32.5
1969-70 \ ~ |
National ' 348 . 207 37.3

Five Top §cnools 78 ‘ 59 43,1
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Discipline Men: - - Women - % Women
ANTHROPOLOGY
- 3963-70 - : .
National ‘ 722 218 23.2
Five Top Schools : 345 73 17.5
1969-70 |
National : ~ 157 - 58 ' 27.0
Five Top Schools ' 41 18 30.5
“SOCIOLOGY
1963-70 . : :
-+ Natiomal ‘ 1,912 . 418 17.9
-Five Top Schools 347 . 113 24.6
1969-70 Lo
National - , 430 104 19.5
- Five Top Schools 67 .26 . 28.0

POLITICAL SCIENCE | | R T

1963-70 |

National .. ‘ 2,471 271 9.9

Five Top Schools o437 56 11.4

1969-70 ‘ : ‘ :

National =~ _ 469 56 10.7

Five Top Schools - 58 . 10 . 14.7
PSYCHOLOGY

1963-70 -

National ‘ 4,926 1,276 20.6

Five Top Schools ‘ 662 200 23.2

1969-70 | S ‘

National ‘ 958 ‘ 280 22.6

Five Top Schools 115 41 26.3
ECONOMICS

1963-70 o ‘

National . : : 3,604 223 5.8

Five Top Schools Y A8 ‘ 52 6.8

1969-70 | | ‘ : .

National : —_ 742 52 6.5

Five Top Schools 126 5 3.8
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Discipline Men Women % Women

BIOCHEM~PHYS1CS

1963-70 -

National : ' 2,519 504 16.
Five Top Schools “ 1390 - 51 11.
1969-70

National . 459 76 14.
-Five Top ‘Schools ‘ ' ‘ 41 7 14,

(o2 N

N

FOOD ‘SCIENCE & TECHNOLOGY

1963-70 o ‘ S
National 394 24 5.7
Top Five Schools* '

1969-70 ' ;
National 88 11 11.1
Top Five Schools¥ '

APPLIED BEHAVIORAL SCIENCE*#*

ANIMAL SCIENCE
1963-70 |
_National ‘ 805 23 2.8
| .~ Five Top Schools¥
{ © 1969-70 | | | | : :
‘ National T 153 6 3.8
Five Top Schools* '

AGRICULTURAL ECONOMICS

1964~70%%*. . o

‘National 903 7 .8
Five Top Schools* ‘
1969-70 _ '
National = 181 0 .0
Five Top Schools* -

E

% Not rated.
**‘Not‘conéistently reported.
*%% 1963-64 not obtéinable.
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Discipline ‘ ‘ Men Women % Women

MEDICINE (MD DEGREE)
1963-70 ,
National 50,653 3,966 7.3
Five Top Schools*
1969-70 ‘ ) H
National. ‘ - 7,661 713 8.5
Five Top Schocls* : ‘

EDUGATION
1963-70 . -
National ' 17,074 4,320 20,2
Five Top Schools* ‘
1965-70%#

National. =~ 4,698 - 1,196 20.3
Five Top ‘Schools#*

LAW. (LLD & JUD)

1963-70 o

‘National o .. 90,184 4,088 ‘ 4ol

Five Top Schools#* ' :

1969-70 ‘ S C
.- ‘Natiomal | 14,340 855 5.6
( ‘ Five Top Schools* : o

ENGINEERING o :

1963-70 ,

National ‘ ‘ - 18,648 - - 85 5
Five Top Schools#* :

1969-70 , ‘

National 3,657 ' 24 7
Five Top Schools* ‘ : E

* Data not obtainable.

‘%% '1963-64 &‘1964f65 not obtainable. 
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NOTES

o ' . ‘ )
: lU S. Department of Health, Education, and Welfare. Earned Degrees

Conferred: Inst1tutlonal Data. 1963-70 data based on the years
1963—64 through 1969-70. S

2Ratlng of quallty of graduate faculty was taken from A A Rating of
Graduate’ Pr;grams, ‘Kenneth D. Roose and ‘Charles J. Andersen, Wash—
ington, D.C., American Council of" Educatlon 1970. - 1969-70 figures
are on the same top five sclools for each department as listed for
the 1963-70 " years Data taken from Earned Degrees Conferred, OE

72-2. The five top schools for the departments rated are as fol-
lows (* indicates tie in ratlng)

Botany: UCB, UCD Harvard (data not- included) M1ch1gan Texas,
Wisconsin
- Chemistry: Harvard, Cal Tech, Stanford*, Berkeley*, and M.I.T.
Zoology: UCB, Harvard, Stanford, Yale, Chicago (not re_orted in
retrievable form). AR ‘
Mathematics: UCB*, Harvard*, Princeton, Chicago, M.I.T.
Physics:- Cal Tech Berkeley*‘ Harvard* Princeton, Stanford*,
M.ILT %
Anthropology:_ Chlcago, Berkeley, Michlgan Pennsylvanla, Harvard.
‘Sociology:~ UCB*, Harvard#*, Chicago, Columbla*, Michigan*. '
Political Science: Yale, Harvard, Berkeley, Ch1cago, Mlchlgan.
Psychology., Stanford, Mlchlgan, UCB,: Harvard, Illinois..
‘ Econom1cs Harvard*, M.I.T.*, Cthng, Yale, Berkeley..
( S ' History: Harvard* Yale* UCB Prlnceton, Columbla* ~Stanford*,
" Wisconsin*..
Phllosophy. Princeton, Harvard M1ch1gan, P1ttsburg, Cornell.
English: - Yale, UCB*, Harvard*, _Chicago*, Princeton*. (UCB ‘and
' Harvard tied for second Ch1cago and Princeton for fourth..
Foreign Languages: Class1cs-4Harvard UCB Princeton, Stanford,
Michigan, N. Carolina. Fremch~-Yale, Columbia, ‘Harvard, Princeton
(Harvard & Princeton: taken fﬁom"Romance‘Languages and -Philology),
UCB,. Chicago., German--UCB ¥ale, Indiana, Texas, Stanford.
Russian--Harvard, UCB, Columbia, Yale, Chicago. Spanish--Har-
vard, ' UCB, W1sconS1n, Pennsvﬂvanla, Illin01s, M1ch1gan, Texas,~
Yale. : ‘
,Blochemistry. Harvard UCB, Szanford Rockefeller, Wlsconsln.
Art: History.~ NYU Harvard Columbla Prlnceton* Yale*

3In the Art Department degree achaevement is not a formal requ1S1te
“for. practice faculty" (MA is usual) although the doctorate is re—
'quired of the Art History faculty.: Information on national art .
‘degree production . and ‘employment -of women in art departments was
obta1ned from prellminary'data distributed to. Members of the Col-
lege Art Association in’ January-1972 by Professor Ann 8. Harris,
~Hunter College. Thls 1nformatlon sheet is g1ven in Appendlx (13).
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PH.D. PRODUCTION -

Foreign Languases

LR Dilsciplime . ‘ Men: Women % Women

CLASSICS:

1963-70. ‘ ‘ o ‘
National - 359+ . 0130 26.
+ Five Top Schools ‘ 163" 23 12
1969-70. ‘ i ‘ ‘
National - 64 L 24 27.3
Five Top Schools ‘ 30 ‘ 2 6.3

=~ o

FRENCH*

1963-70 ‘ -

National 451 351 " 43.8
Five Top Schools 155 131 '45.8
1969-70 |

National 4 98 83 45,
Five Top Schools o 18 24 57.1.

e

GERMAN
1963-70 | o . R
. National = . o 509 176 - 25.7
‘gFlve TOp Schools T 104 43 . 29.3
1969<70 ‘ - o |
National - B ‘ 83 S35 29.7
Fivé‘TOp‘Schools T T 17 ‘ 12 ‘ 41.4

s

RUSSIAN
1963-70 \ |
‘Nationall 65 33 - 23307
”Five TopxSmhools ‘ 18 ” 10 .- 35,
196970 . |
“National = - ‘ 15
Five Top Schools = = - 0

~!

37.5 .
- 100.0

w o

'SPANISH . S IR
1963-70, o - " TR e S
National ¥ o 455 235 73401

- Five Top Sthools . L .88 4700 34,8
1969-70 o L Coenn
National . - o . 0 88 56 .. 38.9 .
Five TOp Schools T P T % N < 6201

B *;Harvard is listed under Romance Languages and Philoloby, Princeton“ R o
‘ ”is not listed Do BRI _ o SR e SRR
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Appendix 13..
COLLEGE ART ASSOCIATION STATISTICS

~ FOR COLLEGE. ART FACULTIES
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Appendix 13

| National data on College Art Faculties
Ann‘SutherlandeaEIis for the College Art Associatior
PRELIMINARY STATISTICS FOR WOMEN IN C.A.A. PROFESSIONS

I. Ph.D. prochtion (Sources: U.S. Dept. of Education & College
‘ Art Journal, 1967 & 1971. (Do goverernment statistics combine
 MFA & Ph.D. ?) S | -

1960-65:  27% women  1966~67: 43.5% women  1967-71 (completsi
& in progress) :32.9% :

(Ph.D.'s, % women in.other fields, 1967-8: general biology 293
biochemistry 22; art edumation 34; early childhood education
1003 adult education.2lj-sociology 18.5; h1story 13; psychology
22.5; Spanlsh 32; EngliSh & Lit. 27 4)

ITI. DISTRIBUTION OF WOMEN EEEULTY IN 4 YEAR COLLEGES & UNIVERSITIE%;
FINE ARTS

In 1963 women. were 227 of - all faculty (part & full time) 1n
such’ institutions. There were then 13,361 such pos1t10ns

(Source:  U.S. ‘Dept. of Educ )

(Ct. ‘figures - To 19&8 Wmmen were 18/ of all faculty in 4

{ T ) ~ year calleges & universities.’ Distrlbutlon by rank:  Full
) Prof. 8%; Assoc. Prof. I5%; Asst. Prof. 214, Instructor 29%;
Other 37/) o o ‘ T

Distrlbutlon of women fanulty 4n 1960 in 20 lead1ng thigh' endow—
ment & h1gh enrollment #nstitutions: Fine & Applied Arts
'(Source Parrlsh in Journ AAUW Jan. ‘1962)

Full Prof 3 43 Assoc. Prof 18 5/ “Asst, Prof 14.3%;
: Instructor ll“9/

Women‘were 13”8/ of“fﬁnek& applied arts: faculty at.all ranks:.im
the 10 leadlng ‘high emibwment 1nst1tutlons tabuloted.  Distri—
" bution'of women. facultyin all fields in these 20: 1nst1tut10ns o
in.1960:  Full ‘Prof. 3. 74, Assoc Prof 9 34, \Asst. Prof. 11 L
1‘Instructor 16 5/ ‘ . - ,

'(Questlon . are’ the high enrollment schools more: 11kely to be

" studio and the high: endowment ‘to'be art hlsLory7‘ If 50, these
figures suggest that: women artists have a harder time than womem-

kart historians ) ‘ ‘ :

‘ ‘3sDiStribution of women faCulty in forty one d—pts of ‘art (incl
art history, studio, art education, etc.) in 1960s (Sourtt ‘
I ‘catalogues of ' 1nstitutions concerned published between 1963
,{f TR % 1971 the- majority after 1967)
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4 . . Full Prof. 4. 74, Assoc Prof. 11.6%; Asst. Prof. 17.5%; 23.6%
of Instructors ‘

Chairmen of Fine Arts Departments, 1970 (Source: AAUW‘Survey
by Ruth Oltman) (750 institutions were surveyed.)

% Women: - 5% of all. 454 institutions responding;. 4% of co-ed.
. schools; GA of ‘women's schools; 1% of schools with over 10,000
~ students; 6%.of schools with under 1,000 students; 4% of pUbllC
schools; 5%-.0f. private, ,

e

ITI. C.A.A. WOMEN AS ACTIVE SCHOLARS

 Women contributed 23.4% of the articles in the Art Bulletin
between '1965-71', amd 197 of ‘the books reviewed in the same
period. Also: during thls period. the 7 of books by women re—
viewed exceeded the: % of books by women received, 'suggesting
that their scholarly productlons were on the whole slightlw
more 1nteLesEIng

IV. WOMEN ARTISTS'(source: Women 'and Art, Winter, 1971; 89E.
Broadway, NYC 10002

- Whitney Annual: 11965, 90 9% male, 1966, 92.4%, 1967, 91 2%
o 1968, 93.2%; 1969, 94. 74, 1970 78. bA (afier
picketing, etc )
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Appendix 14,
{SUMMARY" OF - HIRI"IGIBZKGIICES s ‘UCD.

1963-64 THROUGH: 1971-72




Appendix 14

 SUMMARY OF HIRING PRACTICES 1963/64—-1%71/72

24 Academic Units.

“th*iadderi _

Male  Female % Eese®e % Total Female
Bettany -
Tadder 12 2 14,3 11.1
Non—ladder 4 0 AP T
‘Chemistry
Ladder 16 0 Y 5.6
Non-ladder 1 1 L o
Zoology ;
Ladder 13 1 e 5.3
Non-ladder 5 0 el )
Mathematics
Ladder. 31 0 - »
Non-ladder 1 0 <0 fO
,Physics o
‘Ladder - 18 0 ol 0
Non-ladder 6 0 i) :
Anthfobplogy ‘
Ladder 15 2 TR 13.0
~ Non-ladder 5 1 i, T
Sociblogy v
Ladder 17 1 e 45
Non-ladder 4 .0 S0 ot
 Politiéal:Science
Ladder: 18 1 P ) 13 3‘
Non-ladder - 8 3 273 )
Psychology X | - -
. Ladder V 22 2 8.3 8.6
‘Non—-ladder 10 1 900 N
Ecomomics |
Ladder ‘ 14 -0 -0 0
Non=ladder 6 0 00 )
‘Histofy‘. L“ - : |
" Ladder 27 -0 0 0
6 0 o :
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Male Female % Female % Total Female

',"’%;;
A Art
Ladder 6 L a3 20.0
Non-ladder 2 1. 33.3
Philosophy ‘
Ladder 6 1 14.3 14.3
Non-ladder ' ‘ 0 0 -
"English o -
Ladder \ 3 2 6.1 10.3
Non-ladder ‘ 4 2 33.3 :
Foreign Langﬁages ‘
Ladder _ 52 7 o 11.9 30.2
Non-ladder o 15 ‘22 o 59.5 ’
Biochem/physics ; ; ‘ - :
_ Ladder 14 1 6.7 11.1
Non-ladeer 2 1 -33.3 o
Food Science
Ladder - : 12 1 7.7 5.6
Non-ladder ‘ 5 0 0 o
‘ '”Abpliedeehav. Science ‘ ‘
( _ Ladder ' 9 .5 . 35.7 36.7
- ' Non-ladder : 10 6 - 37.5
.Animé]‘science ' o : ‘
Ladder - .. = 10 0 .0 *0
Non-ladder = . 1 0o .0 IR
Agricultural Economics SR o |
-~ Ladder .. 10 ‘ 2 16.7 .20 0
Non-ladder ' 2 . 1 33.3 ’
Medicine#* | R |
Ladder = - 112 .2 1.8 4.8
Non-ladder o L6 2 25,0+ S
Adjhnct/In Res. . - .7 2 22,2
C Educationk‘ L : Lo : :
Ladder ‘ 10 1 9.1 - 14.8 V
Non-ladder . : 13 3 . 1s8.8° ' 5
Law** Lo - L S . ‘
Ladder o 24 0 T .0 _ ‘3-2 o g
Non—ladder‘ : i L6 1 14,3 ; e
L o Englneering“‘; . ‘ R : ‘y‘ ‘  :“ ‘é
S .o 7. Ladder: " 80 0 .0 o f
w%m ‘ T Von—ladder A 360 0 0 ) g
mL Prof In Res f En ;*‘1 ‘jl‘f 0 0 i

Cppde % Source—UCD eatalogs 19630971
CERIC: oo g Medicine"(l968 71) Law'(l966 By el e e b
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Appendix 15.

EARNED DOCTQRATES CONFERRED

United States, 1920-1970
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~ Appendix 15

. o : " EARNED DOCTORATES CONFERRED
? B ‘ United States, 1920-1970
" by sex of recipient

‘ . E Percentage
Year Total Male Female _ Female
1919-20 615 522 93, - 15.1°
1929-30 2,299 1,946 353 15.4
11939-40 3,290 2,861 . 429 13.0
1941-42 3,497 © 3,036 461 . 13.2
1943-44 2,305 1,880 425 18.4
1945-46. 1,966 1,580 : 386 ‘ 20.0
1947-48 3,989 . 3,496 \ 493 12.4
1948-49 5,050 4,528 522 ~10.3
1949-50 6,633 5,990 643 9.7
© 1950-51 - 7,338 6,664 : 674 9.2
1951-52 7,683 6,969 714 9.3
1952-53 = 8,309 7,517 792 9.5
1953-54 ... 8,996 - 8,181 815 9.1
k95455 8,840 . 8,014 826 9.3
1955-56 8,903 8,018 - 885 - 7 9.9
‘ : -+ -1956-57 8,756 ~  .7,817. . 939. 10.7
(-3 -~ 1957-58 8,942 7,978 . 964 - .10.8
S ‘ © 1958-59 9,360 8,371 - . 989 10.6
1959260 ~ 9,829 8,801 1,028 - 1 10.5
1960-61 10,575 9, 463‘ 1,112 '10.5
1961-62. 11,622 . 10,377 ~ . °1.245 - 10.7
. 1962-63 . 12,822 11,448 1,374 10.7
- 1963-64 14,490 12,955' /1,535 - 10.4
1964-65 . 16,467 - 14,692 . 1,775 - 10.8°
1965-66 . - 18,239 16,121 2,118 11.6
1966-67 20,621 - 18,164 2,457 .. 11.9
1967-68 - 23,091 . = 20,185 - 2,906 - 12.6
~ 1968-69. " 26,189 " 22,753 3,436 ©13.1
| :1969—70* © 29,872 725,892 .. 3,980 . 13.3
~Soureeb:

©1919-20 through 1939-40:  Table 33, U.5.0.E. Biemnial Survey
. of "Education, 1956-68, StatiSthS of Higher Education; 1957 58,
Faculty, Students and Degrees OE 53017 58 '

71939 40 through 1945 46 Table XVIII U, S 0.E. Blennial Survez'jﬁ L
‘of Education 1946= 48 Stat:stics of Higher Education, 1947 487H

AP e 1947 48 through 1962 63 ' Table l U S O E. Earned Degrees tt‘~
g e Conferred. - OE! 54013 63 E o :

| '”1963 64 through 1964-65+ Tabla 4, U.s. o. E. Earned Degrees\;_
L Qgggggrgg " O 54013~ 65~‘ _ i ‘ o

egrees .
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- Appendix 16.
{ | FARNED DOCTORATES CONFERRED

United States, 1950-1970
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Appendix 16

Earned Doctorates Conferred
United States, 1950-1970
by. sex of recipient

23 College of Letters and Science disciplines¥®

| Year

1969-70
1964-65
1957-54

1949-50

. Percentage .
Total Male Female Female
13,501 11,575 1,926 14.3
8,218 7,273 945 11.5
4,746 4,232 514 10.8
4,476 3,980 - 496 11.1

* Represented by the programs and departments of American Studies,
Anthropology, Bacteriology, Botany, Chemistry, Dramatic Art,
Economics, ' Education, English, Geography, Geology, History,
Methematics, Music, Philosophy, Physical Education; Political
Science, Psychology, Rhetoric, Sociology, Zoology, and the
foreign languages (French and Italian, German and Russian,
Spanish and Classics combined). Art information is nmot given
by USOE in pertinent retrievable form.

Sources:

1969~70, 1964-65, Earned Degrees Conferred, OE-54013-70B,
0E 54013-65.

1957-58, USOE Biennial Survey of Education, 1956-8,
Statistics of Higher Education, 1957-58, Faculty
Students and Degrees. OE 53017-58.

 1949-50, USOE Biennial Survey of Education, 1948-50,

Py
H

~ Statistics of Higher Education.
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Appendix 17. ‘
HIRING PRACTICES - RAW DATA (original copy only)




TASK FORCE MEMBERS ‘ \\\\\\

Ursula Abbott - ~
Ruth Alsgcher ‘ )
Ruth Anderson
Kristin Bailiff
JoAnn Brach
Kathleen Fisher
Robert Gerould
Robert Glock
Dorothy Lowry
. Sandra McCubbin
Romi Meier
Lloyd Musolf
Dennis Shimek - S
Jane Welker
George York




£

Epilogue

Once upon a time, there was a very primitive society.
In this culture, one~half of all the babies born were rele-
gated at the moment of birth to spend the rest of their lives
performing menial tasks. They would never be permitted to
assume positions of leadership or great .responsibility. Even
in their wildest dreams, individuals in the menial-task half
of society could not aspir. to become a leader (presldent,
chancellor, chief).

Which half of the society an individual wnuld be assigned
to was determined at conception by the random combination of
a single chromosome pair, producing certain obvious physical
characteristics. Characteristics resulting in part from the
chance combinations of the other 45 chromosomes, such as-in-
telligence, personality, leadership capability, or talent, were
considerubly less relevant in the determination of the future of
that individual. '

Gradually, however, a new culture emerged from this
primitive tribe of people. Slowly the realization dawned
that the characteristics produced by that single pair of
chromosomes weren't so important after all, certainly not in
regard to intelligence and leadership capabilities. In the
new society, there was no arbitrary assignment of duties at
birth. Every individual was permitted to mature and to freely
seek a position in society which was in harmony with that
individual's interests and capabilities.

0f course, the transition between the primitive and the
new society occurred very slowly. At first, the menial-task
individuals were permitted to leave their narrow confines.
As time progressed, more and more of them were allowed to

‘enter previusly prohibited fields of endeavor., They were

even rewarded in currency (monies) for their efforts, although
it was understood by all that they would not be rewarded as
much ' as the othar half. - It was also understood that the
menial-task people would never be bosses; while they could
work with the other half they were forbideen to supervise
them. '

After a very long time in transition, people began to
forget about the arbitrary assignments that. had been made by

their ancestors. ‘Because they forgot, they couldn't under-
~ stand why people didn't always get equal pay for equal work,
or equal jobs for equal skills. Why was half of the popula-

tion. treated.differently from the other half? They would

'scratch their heads and wonder There was a lot.of confusion.

'The last FORBIDDEN FIELDS for the menial- task people were
the. top leadersh1p p051tions.‘ Everycne knew 'that the menial-
task people were NOT SUPPObED TO BE BOSShS, even, Lhough Lhey
forgot why., ‘ ;

Eventually, though the’ 0ld Ways and the 01d ldboos

“crumbled away entirely, and nobody even remembertd what: a -
menial~ task person was. From the confu51on emerged a beautlful o

soc1ety




