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April 1971

TO: Departmental Chairmen,‘Madison'Campus

FROM: The Association of Faculty Women, University of Wisconsin

‘ The recent memorandum and directive from President Weaver to the Chan-
cellors, transmitted by the college deans to departmental chairmen, has called
"attention to an urgent need to examine the status of women:in. academic and

- professional posts on this campus, and to.take action to end any discrimina-

tory practices that may contrlbute to a depressed status of .women 1n relation
to men.

We are encouraged by Chancellor Young s recent. appointment of a committee
on the status of women,‘for the Madison campus. We realize, however, that the
principal responsibility for the employment practices and standards which af-"

fect the status of women lies wlthin the departments, and that vital discus-

sions and decisions on changlng the status’ of women will take place at depart-
mental level. RE

We would ]|ke to have the opportun|ty to partlclpate in such discussions
in your department bringing to them information, V|ews, and suggestlons ac-
quired in our studies of the problem at ‘this and other.universities. The en-

closed brochurep which is being sent to all membe:¥ of the Madison faculty,
outlines some of the’ avanlable information about ywtterns of discrimination.
against women'at U.W., and our proposa]s for channes ‘to el|m|nate such pat-
‘terns of d|scr|m|nat|on

; f‘lf you can’ arrange ‘a. meetang of your department § interested facu1ty and
jgraduate students to discuss these |ssues,,we will glad]y send.one or more of
our ‘members .to" attend.: You' may . contarf ‘any. ‘one of- the members Ilsted below,
'"‘or return the attached slip w:th thﬂ lnformatlon |nd|cated ‘

MEMBERS 0F COMMITTEE 0N_EMPLOYMENT AND SALARIES

“JEANETTE HARRlES GABRIELE KASS

L sd‘MlRlAM ALLMAN INGRID CAMERINI ‘ T
7. ‘Medical L|brary 1366 Van’ Hise 21106 Van: H|se ;f: 113 Blrge ' RN R
1305 Linden Dr. = 262- 2090 V:f“ 262- 9875 o3y 4
~‘f»262 0598 Y G ‘c.sa” g urrfj : _

“JOYCE PULETTI ”f*f ALICE ROBBlN : e ANN SEIDHAN “SUSAN WEIDEN
'FRaduotherapy Cntr TR Soc:al Sclence - 310:King" Hall L WHA=TV.

’;,_\262 2h77 e 262- 8594 . 262 3657 + 3313 Unlv Ave.
SN Cr H “s\f»: . : . ;8263 2121 2
”;CC to al] Faculty Members ’




1. INTRODUCTION

The Association of Faculty WOmen of ‘the University of Wisconsin has pre-
pared this brochure to present facts about the status of professional women :
at this unlversuty, and recommendations for improving it. This brochure deals
with problems in the area of hiring, promotion and salaries. Subsequent studies
and recommendations will deal wuth other aspects of the status. of women. at the
' Unnversnty

A state of inequality exists &t this university between men and women.
Evidence is found in both statistical and case studies. The former (summarized
in Section 2) include (1) a statistical analysis of the number and ranks of
women: in the university, by department, as compared to men; and {2) a study of
faculty. salaries at the UnIVerS|ty of Wisconsin. These statistical studies sub-
stantiate the findings of the U.S. Department of Health, Education and Welfare
that !"a ‘pattern of discrimination' against women exists at the Unuversnty of
Wisconsin. Case histories on file with this Association (abstracts from which
appear. in Section 3) include over twenty specific complaints of unequal treat-
ment in favor of men w|th comparable quallflcatlon :

There is an urgent need to. rnmedy this situation. Federal law”embodied in.
Executive. Order 11246 as amenczd in Executive Order 11375, requires that special
efforts be made to correct: existing |neqU|t|es This means that everyone con- -
cerned with employment should 'search more.diligently for’ quallfued women, and
that ‘until. existing" |nequxt|es have beer: eliminated, prlorlty must be given to
Vemployment and” promotlon of - women over men equally qual|f|ed for specific posts-:

“Tn: accordance ‘with obJectlve academ|c cr|ter|a . Federal laws to- insure. equal
‘gemployment opportunltles for all express soc1al developments tendlng to perm|t
Cfuller. opportunity. for: all citizens ' to exert their" full capac1t|es and exerC|se
freedom of chonce |n the|r l|fe roles The rlght of women students to enter

women must not be used as a cheap labor force

The causes of eX|st|ng |nequ|t|es between men and women are deeply rooted
‘in our soclety, in. attntudes, oellefs, and unconscuous assumptlons whlch are;
;pnot eas|ly access:ble ‘to change.: Their. expressnon or reflectlon in employment

i standards’ and practlces at ‘this UnlverSIty are, however, access&ble and . amen-’;

f\t,dards, values,fand practlces

,ﬁ‘able to’ change Ve believe that it" is possible to formulate’ a model of ‘em- : .
p‘ployment wh|£1 w|ll el|m|nate unfalr dlscr|m|nat|on aga|nst women at every levelf‘
”1of employment X fi S ' £y

_qTokenlsmt i , ; ‘fvw' ,ff,'ﬂ nor

mploymcnt of academlc and professlonal people’“
fford greater equallty ‘of opportunity for all Kkinds: of'people, and‘a

which will,

lS compen-‘,:;:




-

consequent enrichment ‘of university teaching and research .in a more humane
atmosphere. Formulation of objective criteria for employment must replace ir-
relevant '"qualifications' such as sex, age, and race, and instead emphasize
‘more objectively than ever the genuinely relevant qualifications of academic
preparation, experience; and quantity and quality of research, teaching, and
other services. These qualifications should be evidenced not only by publi-
cations, ‘but by meaningful, regular evaluations of teaching by both faculty:
and students, and by records of other valuable services rendered to the in-
stitution, the profession, or the community.

An annual review‘bf all hiring, promotion, and saiary procedures should

be instituted in order to ascertain that equal work has become the accepted
norm. ‘ : 4 ' ' -

,"”‘
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Il. PATTERNS OF DISCRIMINATION

A Summary of SurveykData

‘Excerpts from a News Release by the University of Wisconsin, 3/22/71:

''"MADISON, WIS.--The first report on the status of women at the University
of Wisconsin covering all campuses indicates that women are not distributed
across the academic levels-as are their male co]leagues, and their mean average
salarles--WIth few exceptlons--are lower than the men's.

""The study," repared by ‘the UW department of plannlng and una]y5|s for the
University Faculty CounC|l . focuses primarily on.departments and divisions con-
cerned with instruction. The study- was deslgned solely to gain reliable data
~onsalaries: and the distribution of women and not to explore the reasons for
d|fferences; the departmenf reported e ‘ -

"The statlst'cal summarles for each unit reveal that women's mean average

salaries for academic positions in the Unuverslty range from $6 to $5 180 lower
than men's, wnth some exceptlons...n :

- "In genera] women ‘are concentrated in the lower ‘academic p05|t|ons through-
out the UnlverSIty, accordlng to the study. On the Madison and Milwaukee cam-
puses, the dollar differential between men and women is unfavorable to women,
and ancreases as the academlc leVul sncreases in both salary.and prestige.

""The peICentages of women. holdlng instrUCt|on orlented app01ntments varies
widely from.unit to unit. Madnson campus women hold 4.8 per cent of .the pro-
‘fessorshlps, 6.8 per ‘cent of . the " assoc:ate professorships, 1.5 per ‘cent of .the
assistant professorsh(ps, and 50.5 per cent of the instructor: appolntments. The.
figures' represent -39 women. professors, 23 assoc1ate professors, 60 aSS|stant

. professors, and 36 Instructors... Lo R ‘ Sy

TABLE Comparlson of Unnversnty of Wescon5|n (Madlson campus)
,ajemployment of ‘women . faculty: with natlona] employment of
f‘women facu]ty (as percentages of tota] emp]oyment)

Madlson Campus I ““» -;Natjonal~ ,
Number of .+ Women-vas:. = ' Women as %
* Women - BT Anof,tota] - of total
Fauu]Ay S Bagulty o Facu]tles
‘-"Professors tf*f;li39f:g‘ffp5 g 'fh.S‘ TR 5. 47
E -5_AssoC|atefl Tffvi‘f«‘;"‘,ﬁ : :;@ ;‘: S v;‘nwi f ;ﬁ~
i Professorsk?f,;iZ3‘yt';[“fﬂeu 6.8 el'x_n,_ g_i“]Q;u
““Professors” i jGQAQJfVQn;Kﬁ"]II 5 u,~g lh 8

lnstrutors 36 30 5

Complled from News:Re]ease, Unlvers|ty of Wls Ons.nuﬁyr"HM
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The Department of Kealti', Education and Welfare, Office of the Regional
Director, issued a summary of findings last year in which it declared that
Employment data reviewed from the University -and other sources showed a
pattern of dis¢rimination or under utilization of minority group members and
women in specific departments and job classifications...lt is apparent that
the need exists for the University of Wisconsin to identify and to promote
minority group members and women employed who have the potential ‘for higher
level positions generally and particulariy in profesional-positions, both
academic 2nd managerial positions within the several campuses and their sub-
divisions...lt has been reported and records appear to indicate that.a dis-
proportionate part. of .the miniscule number of black minorities and women em-
ployed are concentrated in 'special projects', in specialist job classifica-
tions, and in rion-tenure status''. (Paragraph 13, Summary of Findings &
Memoranda of Understanding, Department -of Health, Education and Welfare,
Region V, 1970.) ‘ ‘ ' 3

The HEW report,emphasizéd the need for action, especially at the depart-
mental level where most hiring takes place, to end this pattern of disérimin-
ation. Since that time Health, Education, and Welfare Department represen-
tatives have made further investigations and recommended development of a
Positive Action Prograh,to achieve this goal in compliance‘with Executive Order
11246 as amended. The University administration has appointed a part-time
wor.an, Prof. Cyrena Pondrom, and a Commi ttee on the Status of Women to imple-
ment such a Program. L '




. CASES OF DISCRIMINATION

The follOW|ng are brief excerpts from case histories of discrimination
against women professional employees at the University of Wisconsin. The full
information is on file with the 'Association of Un|vers|ty Women .

- Two speC|al|sts with: the same degree, same posxtlon, one female, one male,
started with aboi: the same salary ($7,800-7,850). After one year, he was given
a poor job review by supervisor,. she a good review, but his raise was $250 more
than hers. After complalnts, she was glven a ralse " He was .made supervisor.
after.1-1/2 years of experience. :She was not gIVen a corresponding pos|t|on
in her division although it was vacant.

ASS|stant professor, female, after many years at University, still receives
a salary under $8,000, although the average salary for an assistant professor on
4the Madlson campus ' is- over $13,000. ' : :

, Promotlon to assistant professor den|ed a woman Ph.D. with five years of
service because husband was given tenure at assistant professor level in same
department. Vice Chancellor refused to forward recommendation to Division

- Commi ttee. Depar*ment planning appeal to Faculty Councit.

Woman Ph.D. for six years ona full-tnme pOS|t|On. I'n 1970, an'addltlonal‘
one~half position created and’ given to a man. In 1971, that position elimina-
ted The woman’ wlll have to ‘go and the man gets the full~time" positlon.

Marrled woman Ph D. candldate at the d;ssertatlon-wrntlng stage denled em= .
’fploynent because her husband had been h|red by another department. T

Male graduate student h|red for reachlng p05|t|on after woman wnth M A ‘
and some* work ‘towards -Ph.D. was 1nformed no. vacancy exlsted " The: woman s cur=|
r|culum V|ta and refere“ces wefe neVer con5|dered : @ SR

Two women Ph D. s were h|red as. |nstructors for- a 2-year per|od prlor ‘to f
’becomlng assnstant professors. ALY men Ph.D.s and two.men with: only M.A.s hired:

~~ subsequently were - given : 'the t|tle aSSlstant professor._ Both women:received KR
- 'nearly. $4,000 less In. salary than the next: hlghest paid'male. A newly graduated’

‘male- Ph D. was h|red .as’ assnstant professor for $3 hOO per year more than the

Woman Ph D hlred as a’ SpeC|al|st at a salary of under $8 OOO After fourz

-wff"years, recelved 59, OOO but ‘no ‘tenure: track appo|ntment,'SupeerseS graduate

' students. During same time,. three! men‘were hired, one new Ph.D., with a salary j‘”"ﬁl
“]of3$3 OOO more“than*the woman was ma,|ng, was brought |n to head her dIVISlon.Ava.”
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Woman Ph.D. with 4 years part-time, 6 yecars full-time university appoint-
ment,. 2 books publISth 2 more at publ|cat|cn 20 articles in various journals;
'h|red as lecturer :

Ph.D. from UW hircd as iecturer despite experience equ|valent to those
appointed to assistant professorial rank. She was. consequently denied research.
funds from Graduate School, advising graduate students and sitting on examiriing
comaittee. ias ‘also been denled attendance at planning committee meetings in
‘her area of teachnngand research’ for the’ department

PR.D. (UW) appointed as research assustant-leCturer for 3-1/2 years, has
done - resedrch and published results in reputable journals, developed teaching
courses. on graduate level. - |Is on'a non-tenure. track appolntment. Salary $l 000
below that of others with similar teachlng and experlence

Ph.D. (UW) appointed lecturer-research assistant. iWhen she contested the
appointment on the basis of discrimination, she was relleved of teaching re-
sponsibilities. Left department for a Federal job, 20 per cent more pay.

In"one department of,30‘faculty members, no women. Petitions invl969 and 1970
for recruitment of a woman candidate denied. '

“Ph.D.; l965 husband and wufe Chaurman quoted nepot:sm ‘man appo|nted as’
. assistant’ professor, woman- as prOJect associate. Told her dean would oppose
v;,husband and Wlfe in. the same college although in dlfferent departments

Woman professor pa|d below level of male colleagues lh'same:rank_f Left the. .
. unuver5|ty T T L o L R .

Two women speclallsts had lowest salary |n department. After protestlng in. ,’ Lo sz
;vr;tlnq to Dean one of them was ra|sed to average;”. the other one. is Stlll paud :
. les=3than another non degreed person on same staff : ;

, Marrled woman. Ph D denled ‘assistant professorshlp voted for by department
;‘Faculty, forced to accept t|tle of lecturer,«later changed ‘to research assoc|ate S .
“_unly other marrled woman in department had been assistant: professor, reduced ‘to fﬁfz'”"
?~lecturer : Slnce then two unmarrled women have been hlred as- ass:stant pro-f‘~ e




Woman assistant professor, unit director at UW since 1944, - 1956 salary:
$6,900 (male predecessor $8,700). - Current salary doubled, but still below that
of others in same position. ' ' ‘ A

‘ A man and a woman,both MA degrees, hired in the same department{' The male
paid over $1,000 a year more. ‘ ‘ :

. Woman assiStant profesédr informed that she could .not have increiased salary
because it would too closely approach her husband's, thus causing the latter
‘tpsychological insecurity.' :

[Note: These cases are presented as of January, 1971.]




V. CURRENT‘EMPLOYMENT PRACTICES AND PROPOSED CHANGES

Specific steps need to be taken to correct the existing inequitable em-
ployment situation at the University of Wisconsin, in order to attain equal
status for women with men. This section examines, point by point, some cur-
‘rent employment practlces that have contributed to a depressed status for pro-
fessional women in academic and related p05|t|ons, and. suggests ways in which
these practices ought to be changed E ‘ '

Most important is the need to base all employment practices on objective
academic and professional criteria, made public and consistentiy applied.

‘ " The proposed changes call- for elimination of the use of non-academic
‘criteria such as age and sex in standards of employment, and for establish-
ment of ‘an open system of hiring, promotlon, and salary review, equ|tably
applied throughout the Un|verslty ‘What we are proposing will, we hope, de-
velop into a fully artlculated program of academic employment at the Universtiy
of Wisconsin. .Such a program would serve as a model of fair standards and
practices throughout the whole’ educational system. - More immediately, it would
achieve absolute equality of 'status for women and men at the University of Wis-
consin, so that they would be hired in all departments and in all ranks in
accordance with *nelr nat;onwud’ avallabll:ty for such posts

1. The practlce Failure to hure or: promote women to tenured posltlons on
the (often unconsc|ous) assumptlon that women . constitute a problem, or are not
really as competent as men, or are more difficult to work with. 'This attltude
may. be reinforced by the uncrltlcally accepted but |ncorrect assumptlon that
women wi 1l |neV|tably leave their employment to fulflll fam|ly obllgations,,or
that- their leaving for: such ‘reasons. is’ somehow less’ acceptable than'a ‘man's
;leavnng his poS|t|on for another one, or for temporary serv:ce outsude h|s
‘profe55|on i : f : S : , : :

, “The. effect Qual|f|ed women have not been h|red at all in many depart-r o
. ments, ‘and.-in other departments,‘not h|red in proportxon to theer avallab|l|ty\
or promoted |n accordance wnth thelr proven ab|llt|es. :

Proposed change.. ObJectlve cr|terla should be formulated by each depart-'
ment, relatlng to teachlng, publlcatlons and other: serv'fes performed by can-
_d:dates Thete 'should be: used as’a basis for employment and promotion. and "
. salary lncreaSe of quallfled ‘candidates regardless of sex.  Fair and consistent

~‘methods of evaluatung ‘the: qual|ty of teachlng must be establnshed tncludlng.
L'students' ratlngs S|mslarly, obJectlve evaluatlon of publicat'ons is. needed
,y_wh:ch m|ght well |nclude op|n|ons of members ‘ofthe: professlon at dther |nst|-
©. tutionsw Serv:ces to the' uaneFSlty, the professlon, or. the communlty should

.»ifsbe taken into’ consuderatlon and- should_be samularly obJect|f|ed and-made: publchV‘
“tUrltten reasons for~reJect|on of'candndatesVshould be g|ven to each cand|date Ca

in all cases: -

The practlce “ck{o.'open recrultment 5 th old boys club'.system of

~‘calling a colleague’or two to ask for names “of suitable candidates.
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The éffect: Many quallfled persons are not con5|dered since they are
never given an opportunity to apply for a pos:tlon

Proposed change: Open recruitment for all appointments. This shouid in-
clude canvassnng as many as possible of the graduate schools where training
‘in the given subject is offered; publication of the opening in journals of the
profession and within the Unnversnty itself. All vacancies should be regis-
tered at a central clearing office for the University. The announcement should
furnish adequate obJectlve descriptions of the position and the qualifications .
desired; if there is some fleX|b|l|ty in the latter, the range cf alternatives
should be speclfled The salary range should be specified and quallrlcatlons
for each salary level listea. 'A date for the submission of applications should
be given and no hiring done until after that date, and not until there has" been
bona fide flde consideration of “all appl|cat|ons recelved

3. The practlre. Limitation of recrultlng to: prestigious colleges W|thout‘
searching elsewhere for qual|f|ed candldafes.v

The effect: Prestlglous colleges (e. g , Harvard, Yale, University of M|ch-
igan) tend to be male-dominated and male-orlented lsmltlng recruitment to
them automatically d|scrlm|nates against women. ' o

Proposed change: Untll such tlme as all institutions of higher education
are free of discrimination and offer genuinely egual oppurtunities to all stu-
dents, recruitment for UnlverSIty of Wisconsin academic appointments should be
‘broadened to reach’ appllcants from every institution of higher education: First
consideration will be ¢iven to individual qualifications, not . to the presttge
of the |nst|tut|on from wh|ch an- appllcant comes. -

h.‘ The pract.ce. Preferential hlrlng of younger people WIth more recently
acqu|red Ph.D.'s at the aSS|stant professor lTevel. t

The effect Quallfled women whose careers ‘have been delayed by famlly on-
ligations find their employment opportun|t|es foreclosed although' they’ may L
‘in fact have: kept up-with developments in the field. The. analogy to men's .
,,fcareers znterrupted by m|l|tary SerVIce, aﬁmlnlstratlve or extra academlc“‘
tf‘work is obvuous.w_‘ﬁt 1 . Sl ‘ :
, Proposed change Age lnke marntal scatus, should be consndered xrrele-a.‘»
-vant .as' a .criterion. for employment and ‘a statement should be" publlshed in:all’ JOb
'announcements that this. Informatlon be wuthheld from curracula vltae. gg

5L The practlce Refusal to! h|re UnlverSIty of W|sconsln graduatcs and post
"doctoral fellows (the ant|-|nbreed|ng cchentlcn) practlced in many depart-vf
' ments ‘ , . : ) ‘

T The effect Women who make thenr resudence ln Mad;son and who are not - , o
'ﬂrnb|le for one reason or’ another but who have recelved their dearee or post-ii’”fl‘"
"_gdoctorate educatlon ot ‘the. UnnVerS|ty or Wusconsln are dlsquallf:ed from o
@ﬂemployment at thear approprxate .ank = e ‘ =

l&hP'ooosed change., The oniv crlter a for employmen ;should be the obJectlve
c-iteria set forth by’ each depa.cment‘ ‘ ne‘qualiflcatlons of the lndIV|dual :

trare the only relevant data tofbe‘cons
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6. The‘practice Recruutlng for underspecefied posntions, i.e., diiow1ng
.~ the.avajilable: appilcant ! quailfications to determlne at ieast |n part the JOb
» 'requlrements. - , , :

: The effect Nhlie this is usefui in that it aiiows fiexlbliiry as to
”facademic quailflcatlons,.lt is subJect ‘to- ‘abuse as it allows appilcants to be
rejected for not. meetlng hldden spec|f|cat-ons wh|ch may actuaiiy only. come :
! |nto eX|stence after a aessre to reJect a glVen candldate ‘arises.

: PrOposed chang_ leing practlces mus t- be such that preJudlce has no
i room to-hide. --Announcements of positions should fuiiy specify the quaiiflca-“
‘,gtlons required and aii acceptabie aiternatlves ~

T The practlce Rchlring professuonaiiy tralned peopie under the payroii
category known as'''other professionai, scientific and specialist academic
‘staff'' (OPSS) on .a short-term contractuai basis at the same ievei wathout
*‘conSIderlng them for promotnon.ﬂ* D :

The effect Quailfled persons may remain for years on the fringe of de-«
fepartment, unabie to. participate in. piannlng, student adVI5|ng and in: the case
of research. assoclates, teaching, whiie new: tenure track people are brought
in above" them The hlgh proportion of women |n these categories Speaks for

’"‘;ltseif

Those supported by ”soft money” (grants) are: often shunted from position ffw”‘i

"tho position wnthout either security or opportunity te progress lndependentiy
iin thelr fleld & ‘ it e NG

Pr_posed change PeOpIe hlred for non tenure track ilmiteu perloas,
‘whether on soft money ‘or hard, should automatica!ly be considered for promotion
to. tenure-track posutions at the end: of the’ contract: period They shouid be
,ipromoted if they meet ‘the. department s’ previousiy stated objective crnterna -

~.and"if they desire promotion. Anyone who so desires ‘could:retain a non-

tenure- track posution, but the. department will'be: obilged first to con5|der“
‘themfor. promotlon and mus t show'good' cause’ for failure to promote.‘ ‘To in=
: *sure frequenx review contracts for these categor|es shouid not exceed two
: years.;wv‘ : e il ; S

o Thls proposed hiring change,,to give praorlty for promotion to OPSS per-‘f”
. -sonnel, may bec reconciled to: fiuctuatlons in avaiiabie Ysoft!' funds with
fwhlch persons in this’ category are- freouentiy hired.. A contingency fund
E shouid be'estabiished as several’ large universities have already. done TAL
;vested fund: shouid be: incorporated in each department budget ‘based ‘on the per-
- centage of soft money being utilized In: that department “The" contingency. fund
should be’ supported by the: State. " It wouid operate like. an insurance: fund,"

”i'draW|ng interest-and" becoming avaiiabie to finance’ tenured facuity saiaries in AR

:wthe eVent that “soft“ money for projects and programs is curtaiied

8. Thegpractice Offering smalier starting saiarles or: grantlng smailer o
¢iess frequent, |ncreases to women, - on: the: (often unconsc:ous) lnvaiid assump-‘

-‘tion.that’ they have iess .need of a fulll saiary than does a man), because they

“are’ actuai or. potentiai dependents ‘of ‘men; switching of personnei from ore
~category to another withoqt appropriate saiary adJustments.x~‘ i




“The effect: Women average salar|e* are not now commensurate with men's
within the same rank or:position even though the amount ‘and qualsty of work
_done |s the bame or even greater.

Propo d change Ee : schedules should be’ developed w|th|n

“each department. or othe '_‘\g ¢ .ndicating’ the m|n|mum pay within each
‘rank (lecturer, instrucic, co ' otant professor, etc; ), each actltsty (adm|n-

‘|strat|on, teaching, research), and each time category (Full, part-time), “in=

- cludlng all combinations and permutat|ons of ‘these’ calegories. . Shifts’ from

part-time to. full time responsubllltles, from. research to teaching or ad-
ministration, from 3/4 research - 1/4 teaching to 1/L research -.3/4 teachung,
musti'be- Justly compensated for. The Unlverslty should pay for. the work load
“ from state or ~grant. funds. '

Salarnes should be comparable to those offered by other institutions w|th

‘which the Unuversuty of Wisconsin®is competlng for top qual;ty profeSS|onal

' personnel, and ‘should" adequately pay. for-all services rendered, whether by a
‘woman.or a man. Therefore, funds should be provided in" the annual ‘operating
budget ‘to correct |nequ|t|es in: compensatlon.; Monies desngnated for other
purposes such as ‘merit: ralSes, should not ;- however, be- depleted to-eliminate
‘ salary d|scr|n|nat|on, since: thls would. tend to' reduce the quality of educa-
tion. “Instead a SpeCIal contlngency fund should ‘be ‘allocated for ''catch- -up"!
‘purposes and should:be a first. prlorlty matter inthe: desngnat|on of monies
,“|n upcomlng budgets unt|l all |nequ|t|es are. corrected

9. The practlce ‘ Reluctance 0. hlre Spouses in the same or related depart-
‘mants at . levels commensurate with the |nd|V|duals ‘skllls (the anti-nepotism.
‘conventlon) i : o Tl o

The effect The man is h|red to a tenure track posIt|on, The woman’ may

" not'be hired or may be demoted ‘or. requlred ‘to find employment elsewhere.f I f 3

‘she is hired. it .is almost always at a lOWer rank. ‘and ‘at a'level not" ‘consonant
w|th her own quallflcatlons., In some’ cases, .this has resulted in the couple ‘
leaving 'the: University, or.not coming.at all, thus deprlvang |t of well-‘
'quallfled teachers and researchers. e : :

Proposed change The uw adm|n|strat|on has expllcltly revoked (January,‘
,,l97l) the "nepotism ruleI but the cons equences ‘of past’ practices remain and.
“the attitudes ‘which: fostered it: are likely: to: perslst.1 A positive step in"

~ithe: opposlte d|rectlon is needed. ,ln the general review of the 'status of

: women. at the Uulversaty,[”pec.a: attent.on should be given.to ellm:natlng
“»|nequ|t1es which: may, have been lmposed by ‘the neDotlsm rule /in’ the: past. .-
Open: recruitment with: obJectIve criteria‘and. wrltten statements of ‘reasons-

- for reJectlon given” to. cand|dats\~ould tend to. counteract ‘the- tendency to

']‘pursue ‘anti-nepotism pract ces: in the future. Special: attentlon .might be .
.given to husband-wife- teams, recognlzlng the value ' to the Unlverslty of :this

. ’kind of" association. ‘Consideration m|ght also: be’ given' to such pollcnes as

~.providingisplit’ apponntments for such" teams. lf only one. appolntment ‘were
N favallable, both:could be: hlred at the same rank as half tlme holders of a
”‘”JOInt app0|ntment.y,vg“.~ : : : ; ' o

ﬁ,lO.f The practlce H|r|ng and promotlng of legal faculty |n some departments
(Qto full tlme posts only : T e IR R

The effect Many qualnfled perSons, men as well as women,‘can only ac- ﬁf




dty.of advising students as Well ‘as- oarticlpating |n decnS|on makang in the ,

' ,mlttlng the unconsc|ous |ntroduction o. Jnfair d|scrum|nat|on.

:by holding' hearings. when a. prospectlve candidate is be|ng cons|dered L Such
‘to request promotlon or salary lncreases. g
‘prom|t|on or sa]ary increase..‘

“'the department or-when' they can‘ give evidence of achievements which; might

f “many European unlversitues, profeasoriai candidates may preSent a further,
more; advanced thesns for the advanced deqree of; Habilitation Doctorate.. 'In:
some departments, appiicants for: pos:tions present a seminar 'to faculty and

‘ e,thc.‘seu.or facu]ty or tenure track *acuvty in a department.vj e

niring,- promotion ‘and salary commi ttees “are. usuaiiy made up oniy of male mem—xﬁ‘5

‘o‘naintain the status quo.‘.‘m:

‘ 'the proposed centrai ciearlng house’and to a]i members of the department,:

cept part-time appointments at certain stages. of the|r careers bzcause of
family obiigat:ons,vheaith, community service or ‘other ‘reasons. This may be -
particularly true of women with very young children. These persons are then 5
excluded from. tenure and assoriated rights and duties, including ‘the possibil-

department.;;

Proposed change: Quailfied women and men¢shou]d be consudered for part- ,
time tenure or tenure~ ~track- positions on the basis of the same criteria as for .
full-time ‘employment with: proportionai pay. benefits and responsibliities and .
a voice in unnversuty affalrs ' R ‘ RO

11. The practlce' leing, promotlon and saiary decisions are’ usuaiiy made
|n camera by-the reSpectlve committees or by the departmerts iega] facu]ty

The effect A]lows non- academlc re7éons to enter . in such dec|s|ons, per-f

Proposed change A]i hirlng and 7|r|ng decisions shouid be made. pubilc B

hearings should be open to faculty and students.“

iZ Th practice Failure to provlde ‘an opportunlty for department members L
Ihf_ffiiil “Some. peopie, and eSpeclaiiy women, are never considered forl“h

Proposed change b lnduvnduals shou]d be aiiowed to present the|r creden-.
tiais for promotion or. sa]ary increase ‘at. their’ dlscretion ‘when they. be.ieve o
that they have: elther met ‘the. ObJeCtIVe criteria- prevnousiy established’ by

‘properiy be included as. quailficatlon for advancement. ‘The presentatlon of
such” credentlais would be made’ pubiic in: open hearungs This approach to" :
promotion and. sa]ary review is not without" ‘precedent  within: the: academic confs,f”
.text. The doctoral- candidate presents and defends h|s thesas pubiicly o

students. In hurang, outsude references are accepced

~’3 ihe pract ce: Hiring and promot'o committees are’ uauai]y comprlsed of

o zhe effect" Since women are predomtnantiy i the ]ower ranKs of the ,'
niverslty and since ‘many ‘are not in’ ‘tenure ‘track positlons at" this time,
bers who might uncriticaiiy continue those practices whuch wouid tend to fjdf

: Proposed change Aii hirlng pr omotion and saiary commlt*ecs shou]d havef?*
women- on -them.and. all decnsions of 'the committee.should te made avau]able ‘to’

|nciud|ng :tudents. e



